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EXECUTIVE  SUMMARY 


This  study  is  the  fifth  of  an  annual  series  that  surveys  tin- 
propensity  of  Non-prior  service  (NPS)  and  Prior  service  (PS)  mer 
and  women  to  enlist  in  the  Selected  Reserve  Forces  (Guard/ 

Reserve).  Data  were  collected  in  the  Fall  of  1982  from  a 
nationally  representative  sample  of  1,150  NPS  men  and  1,145  NP. 
women,  and  a  sample  of  1,803  PS  men  and  570  PS  women.  The  NPS 
sample  was  age  17  to  26;  age  and  geographic  distributions  were 
based  on  the  most  recent  U.S.  census  data.  The  PS  sample  had  been 
separated  from  active  duty  after  at  least  two  years  of  service.1' 

In  addition  to  tracking  propensity  to  enlist  and  identifying 
characteristics  of  individuals  with  positive  propensity  and  those 
with  negative  propensity  to  enlist  in  the  Guard/Reserve,  the 
following  issues  were  addressed: 

•  The  relationship  between  interest  in  attaining  officer 

status  and  enlistment  propensity, 

-A  Propensity  to  enlist  in  the  Individual  Ready  Reserve  and 

the  effect  of  incentives  thereon, 

a  Perceived  support  from  and  reported  support  for  spouses 

and  other  significant  individuals  joining  the  Guard/ 

Reserve , 

a  The  importance  of  various  reasons  for  wanting  to  enlist 

and  not  wanting  to  enlist, 

§  Relationships  of  empl  oyme  nt- r  el  a  ted  variables  and  propen- 

si  ty  to  enl  i  st ,  and  • 

a  The  relationship  of  number  of  responsibilities  (and 

obligations)  and  propensity,  and  the  effect  of  enlist¬ 
ment  incentives  on  this  relationship. 


U  Other  criteria  for  the  PS  sample  were  that  they  be  eligible 
for  re-enlistment,  that  they  not  be  in  the  Selected  Reserve 
at  the  time  of  the  survey,  and  that  they  have  at  least  one 
year  of  their  military  service  obligation  remaining.  PS  men 
were  AFQT  Category  III  or  higher. 
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PROPEMSITV  (Chapter  3)1) 


•  • 


Propensity  to  Enlist  In  the  National  Guard  or  Reserve  Forces 

The  percentage  of  PS  women  with  positive  propensity  to  enlist 
in  the  Guard/Reserve  increased  significantly  from  23.9  percent 
(1981)  to  29.5  percent  (1982).  The  enlistment  propensity  of  the 
other  three  samples  remained  relatively  stable. 


PERCENTAGE  WITH  POSITIVE  PROPENSITY 


YEAR 


SAMPLE2 ) 

1978 

19793) 

1980 

1981 

1982 

• 

« 

Non-prior  service  men2 3 4 5) 

24.7 

19.7 

22.9 

21.2 

19.5 

Non-prior  service  women4) 

12.9 

8.8 

8.7 

9.0 

10.9 

Prior  se  rv  i  c  e  men^  ) 

22.1 

20.4 

21.3 

24.4 

24.1 

'  • 

f 

Prior  service  women^) 

N/A 

22.3 

21.9 

23.9 

29.5* 

*  Indicates  a  significant  difference 

between 

1981 

and  1982 

levels  ( p  <  .05 )  . 

1)  Results  discussed  in 

thi  s 

section  are  based 

on  the 

f i ndi ngs 

addressed  in  Chapter  3  of  the  text.  Other  chapters  are 

similarly  referenced  in  this  summary. 

2)  Each  percentage  in  this  table  is  derived  from  a  different 

base.  For  each  sample,  the  base  in  each  of  the  five  years  is  < 

approximately  the  same  size.  Those  interested  in  the  size  of 
each  base  are  referred  to  Volume  II  of  the  1982  RCAS,  page  10. 

3)  The  1979  NPS  samples  were  split  between  those  NPS  respondents 

interviewed  before  the  onset  of  the  Iranian  Crisis  and  those 
interviewed  during  the  crisis.  The  numbers  presented  here 

represent  the  pre-crisis  samples  since  they  are  most  com-  m 

parable  to  the  other  samples.  The  19  79  PS  data  were  only 
available  after  the  Iranian  Crisis. 

4)  The  1978  to  1980  NPS  samples  consist  of  17  1/2  to  26  year 

olds.  The  1981  and  1982  NPS  samples  consist  of  17  to  26  year 

olds.  # 

5)  All  PS  sample  data  have  been  based  on  weighted  data.  All  PS 

data  referenced  in  this  summary  have  also  been  based  on 

weigh  ted  da  ta . 
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Propensity  to  enlist  in  a  particular  component  of  the  Guard/ 
Reserve  did  not  change  between  1981  and  1982,  except  in  the 
following  cases: 

•  The  percentage  of  NPS  women  with  positive  propensity  to 
enlist  in  the  Army  Reserve  increased  significantly,  and 

#  The  percentage  of  PS  women  with  positive  propensity  to 
enlist  in  the  Air  National  Guard  and  Air  Force  Reserve 
also  increased  significantly. 


PERCENTAGE  WITH  POSITIVE  PROPENSITY 


YEAR 


COMPONENT  WITHIN  SAMPLE 

1978 

1979  1 ) 

1980 

1981 

1982 

NPS  MALES?) 

1 

• 

BASE  (N) 

(1491  ) 

(721) 

(1150) 

(1181  ) 

(1129) 

Army  National  Guard 

12.7 

11.3 

10.6 

10.5 

9.8 

Army  Reserve 

11.0 

9.4 

9.6 

9.6 

8.9 

Air  National  Guard 

10.3 

9.4 

10.8 

8.8 

8.2 

Air  Force  Reserve 

12.4 

10.0 

11.3 

10.7 

10.9 

• 

Naval  Reserve 

9.6 

8.5 

9.0 

8.9 

7.8 

Marine  Corps  Reserve 

7.2 

5.6 

7.2 

6.7 

6.1 

NPS  FEMALES?) 

BASE  (N) 

(  1495) 

(659  ) 

(1200) 

(1096) 

(1117) 

» 

• 

Army  National  Guard 

7.0 

3.5 

4.0 

5.1 

5.7 

Army  Reserve 

6.3 

3.9 

3.8 

3.9 

5.7* 

Air  National  Guard 

5  .6 

3.8 

2.6 

3.1 

4.3 

Air  Force  Reserve 

7.5 

4.9 

4.4 

5.0 

6.7 

Naval  Reserve 

5.6 

3.5 

4.3 

3.9 

4.5 

1 

• 

Marine  Corps  Reserve 

4.3 

2.3 

2.9 

2.7 

3.7 

*  Indicates  a  significant  difference  between  1981  and  1982 

levels  (p  <  .05). 

The  1979  NPS  samples  were  split  between  those  NPS  respondents  ►  • 

interviewed  before  the  onset  of  the  Iranian  Crisis  and  those 
interviewed  during  the  crisis.  The  numbers  presented  here 
represent  the  pre-crisis  samples  since  they  are  most  1 

comparable  to  the  other  samples. 

?)  The  19  78  to  1980  NPS  samples  consist  of  17  1/2  to  26  year 

olds.  The  1981  and  1982  NPS  samples  consist  of  17  to  26  year  1  * 

olds. 


PERCENTAGE  WITH  POSITIVE  PROPENSITY 
_  YEAR 


COMPONENT  WITHIN  SAMPLE 

1978 

1979 

1980 

1981 

1982 

PS  MALES1) 

BASE  (N) 

(1498) 

(1536) 

(1712) 

(1812) 

(1791  ) 

Army  National  Guard 

10.9 

8.2 

9.1 

10.2 

10.7 

Army  Reserve 

11.4 

8.5 

9.1 

9.7 

9.1 

Air  National  Guard 

7.6 

6.5 

6.1 

9.0 

9.3 

Air  Force  Reserve 

6.9 

6.8 

6.5 

8.9 

8.6 

Naval  Reserve 

5.9 

5.3 

5.7 

7.1 

7.6 

Marine  Corps  Reserve 

5.0 

4.3 

4.2 

5.7 

4.8 

PS  FEMALES1.  2> 

BASE  (N) 

(N/A) 

(  395) 

(560) 

(  572  ) 

(  564) 

Army  National  Guard 

N/A 

10.2 

9.4 

9.4 

9.7 

Army  Reserve 

N/A 

10.4 

10.8 

12.8 

11.1 

Air  National  Guard 

N/A 

7.0 

6.8 

8.3 

11.9* 

Air  Force  Reserve 

N/A 

8.5 

9.0 

10.7 

14.9* 

Naval  Reserve 

N/A 

10.9 

7.4 

8.1 

9.0 

Pewographic  and  Experiential  Profiles  of  Positive  and  Negative 
Propensity  Individuals 

In  at  least  four  of  the  past  five  surveys,  men  and  women  with 
positive  propensity  have  differed  from  those  with  negative  propen¬ 
sity  in  that  the  former  are  more  likely  to: 

a  Have  friends  who  are  thinking  about  or  who  have  recently 
joi ned  the  mi  1 i tary , 

•  Not  own  their  own  homes, 

•  Be  black  or  Hi spanic  , 

a  Be  single, 

a  Be  younger,  and 

a  Have  received  less  formal  education. 3) 


*  Indicates  a  significant  difference  between  1981  and  1982 
1 evel s  ( p  <  .05  ) . 

All  PS  sample  data  have  been  based  on  weighted  data.  All  PS 
data  referred  to  in  this  summary  have  also  been  based  on 
weighted  data. 

2)  Enlistment  propensity  for  PS  women  toward  the  Marine  Corps 
Reserve  cannot  be  measured  in  a  manner  comparable  to  that  for 
other  Gua rd/ Rese rve  components,  since  no  PS  women  from  the 
Marine  Corps  were  Included  in  the  sample. 

3)  Positive  propensity  men,  but  not  women,  are  also  more  likely 
to  be  unemployed. 


PS  Enlistment  Propensity  In  the  IRR  and  Related  Issues 


PS  respondents  were  asked  the  likelihood  of  their  enlisting 
for  three  additional  years  in  the  IRR  under  three  separate  incen¬ 
tive  plans:  Refresher  training,  full  pay  and  allowances  plus  a 
$900  bonus;  a  $900  bonus;  a  low  cost  life  insurance  program.  The 
refresher  training  plus  $900  bonus  plan  was  associated  with  the 
highest  level  of  propensity.  The  percentage  with  positive  propen¬ 
sity  to  enlist  in  the  IRR  under  this  incentive  plan  was  35.3  per¬ 
cent  for  PS  men  and  36.9  percent  for  PS  women. 


Comparison  of  Enlistment  Propensity  in  the  Guard/Reserve  Versus 


ctlve  or  Reserve  Forces)  Plus  Two  Additional  Years 


Propensity  declined  significantly  when  PS  men  and  women  were 
asked  if  they  would  serve  in  the  military  ( Guard/Reserve  or  Active 
Forces)  if  two  additional  years  in  the  IRR  were  required.!) 


PS  SAMPLE 


Base 
N 


PERCENTAGE  WITH  POSITIVE  PROPENSITY 


In  Guard/Reserve 
Wi thout  Two  Years 
in  the  IRR 


In  Military 
Wi th  Two  Years 
in  the  IRR 


Women 


(  564) 


2 

29.5* 


19.3 


This  decrease  in  propensity  would  not  pose  a  problem  if  the 
propensity  of  qualified  individuals  (e.g.,  education,  attitudes, 
etc.)  were  still  sufficient  to  meet  quotas  under  this  new  program. 

Further  analyses  Indicated  that  individuals  attracted  to  the 
Guard/Reserve  plus  two  years  in  the  IRR  are  less  educated  and 
project  their  next  year’s  income  to  be  lower  than  individuals 
attracted  only  to  the  Guard/Reserve.  In  addition,  those  attracted 
to  the  Qua  rd/Reserve  plus  two  years  in  the  IRR  are  more  pro¬ 
military  and  associate  fewer  negative  attributes  with  the  Guard/ 
Reserve  than  individuals  attracted  only  to  the  Guard/Reserve. 


Indicates  a  significant  difference  (p  <  .05)  in  propensity  in 
the  different  scenarios. 

Individuals  were  asked  if  they  would  re-enlist  in  the  Active 
Forces  or.  the  Guard/Reserve  if  two  additional  years  in  the 
IRR  were  required.  Responses  to  this  Item  are  used  to 
estimate  re-enlistment  in  the  Guard/Reserve  if  two  additional 
years  In  the  IRR  were  required.  However,  this  will  cause  the 
re-enlistment  propensity  to  be  somewhat  overestimated. 
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PERCEIVED  SUPPORT  FROM  AMD  FOR  SPOUSES  AMD  SIGNIFICANT 
gTjjgff  TgPTTTgUg?  gTTgTTC  THL&UArtD/RLUR)k  (chapter  i) 


I 


The  percentage  of  individuals  from  each  sample  who  report 
they  will  be  more  supportive  of  a  “spouse/friend"  who  enlisted  in 
the  Guard/Reserve  than  that  person  would  be  of  them  ranged  between 
15  percent  (PS  men)  and  30  percent  (PS  women).  Sixty  percent 
(60%)  or  more  of  each  of  the  four  samples  reported  support  for  and 
from  a  “spouse/friend"  would  be  mutual. 


RELATIVE  SUPPORT  FROM 
AMD  FOR  A  "SPOUSE/FRIEND" 


SAMPLE1) 


_ NPS _ 

Males  Females 


_ PS _ 

Males  Females 


Greater  support  reported 
for  “spouse/friend"  than 

from  "spouse/friend"  17.9  26.4*  14.7  30.2* 

Equal  support  reported 
for  "spouse/friend"  and 

from  "spouse/friend"  69.5*  65.3  62.3  60.1 

Less  support  reported 
for  "spouse/friend"  than 

from  "spouse/friend"  8.4*  5.3  19.7*  5.6 


*  Indicates  the  percentages  for  men  and  women  for  a  given 
sample  (PS  o t  NPS)  are  significantly  different  (p  <  .05). 

11  Percentages  do  not  necessarily  add  to  100  percent  because  not 
all  respondents  answered  these  items. 
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The  Anticipated  Reaction  of  One's  "Spouse/Friend*  and  the  Effect 


ves  on 


HIHUil 


NPS  respondents  who  expected  that  their  " spou se/ f r i end"  would 
be  supportive  of  Guard/Reserve  enlistment  were  influenced  signifi¬ 
cantly  more  by  most  enlistment  incentives  than  were  individuals 
who  expected  their  " spou se/ fr i end"  would  not  be  supportive.  For 
example,  without  a  bonus,  51.4  percent  of  TFe  NPS  men  who  antici¬ 
pate  a  posi ti ve  reaction  from  a  "spouse/friend"  have  positive 
propensi ty .  Uhen  offered  a  $3,000  enlistment  bonus,  the  percent¬ 
age  with  positive  propensity  increases  by  13.6  percent  to  65.0 
percent.  On  the  other  hand,  without  a  bonus,  15.2  percent  of  the 
NPS  men  who  anticipate  a  neqatj^ve  reaction  from  a  "spouse/friend" 
have  positive  propensity.  wnen  offered  a  $3,000  enlistment  bonus, 
the  percentage  with  positive  propensity  increases  by  7.4  percent 
to  22.6  percent.  (The  increase  of  13.6  percent  is  significantly 
greater  than  the  increase  of  7.4  percent.)  The  same  pattern  is 
characteristic  of  PS  men  for  the  hypothetical  $3,000  and  $4,000 
enlistment  bonuses.  This  pattern  was  not  evident,  however,  for  PS 
men  with  regard  to  tuition  assistance  incentives  or  for  PS  women 
with  regard  to  any  of  the  proposed  incentives. 


CHANGES  IN  THE  PERCENTAGE  OF  INDIVIDUALS  UHO  HAVE 


PROPOSED 

INCENTIVE 


BASE  (N) 


Enlistment  bonuses 

$2  ,000 
$3,000 
$4,000 


Tuition  assistance 
annua) ly  tor  up  to 
four  years 


$1,000 

$1,500 

$2,000 


_ NPS  MALES 

Anticipated  Reaction 
of  "Spouse/Friend" 


Posi ti ve 


(140) 


Baseline  Propensity  51.4 


+  2.6 
+13.6* 
+16.2* 


-0.3 
+  3.7 
+13.6* 


Negati ve 


NPS  FEMALES 

Anticipated  Reaction 
of  "Spouse/Friend" 


Posi ti ve 


Negati ve 


(  743) 

(116) 

(796  ) 

1^ 

3^£ 

JmL 

+  1.1 

+24.3* 

+  15.9 

+  7.4 

+31.6* 

+  24.3 

+  14.1 

+34.2* 

+  28.7 

-4.8 

+  6.4 

+  4.7 

-0.2 

+  11.9 

+  8.7 

+  7.1 

+  17.1 

+  12.6 

Indicates  the  difference  between  the  positive  and  negative 
group  is  significant  (p  <  .05).  The  test  of  significance  is 

based  on  the  differences  among  the  mean  increases  in  propen¬ 
sity.  For  ease  of  presentation,  however,  the  table  sets  forth 
the  increases  in  the  percentage  with  positive  propensity. 


NOT 


REASONS  FOR  WANTING  TO  ENLIST  AND  REASONS  FOR 
NANIldti  10  ENLl^l  IN  THE  ^UARD/RL^Lftvt  (Chapter  6) 


Ratings  by  positive  propensity  respondents  of  the  importance 
of  each  of  nine  reasons  for  wanting  to  enlist  and  ratings  by 
negative  propensity  respondents  of  the  importance  of  each  of  nine 
reasons  for  not  wanting  to  enlist  were  analyzed. 

Among  positive  propensity  respondents  (NPS  and  PS),  "doing 
something  for  your  country"  was  consistently  one  of  the  most  impor¬ 
tant  reasons  for  wanting  to  enlist.  On  an  overall  basis,  "plans 
for  a  civilian  job"  was  the  most  important  reason  for  not  wanting 
to  enlist  for  three  of  the  four  samples  {NPS  men,  PS  men,  and  PS 
women)  of  negative  propensity  individuals.  Overall,  "allows  you 
to  stay  near  family  and  friends"  was  the  least  important  reason 
for  wanting  to  enlist  for  the  positive  propensity  samples,  and 
"disapproval  of  parents"  was  the  least  important  reason  for  not 
wanting  to  enlist  for  the  negative  propensity  samples. 


Reasons  Different  Seqaents  of  NPS  Individuals  Give  for  Enllstlnq 

or 'goT'TnUsTTna - -  - 

To  determine  if  individuals  with  different  demographic  charac¬ 
teristics  give  different  reasons  for  wanting  to  enlist  or  not 
wanting  to  enlist,  the  NPS  sample  was  divided  into  five  distinct. 
Independent  segments.  These  segments  were  characterized  as 
"Working  Singles,"  "High  Schoolers,"  "Marrieds,"  "Col  1 egi ates, " 
and  "Others." 

The  five  segments  did  not  differ  in  their  reasons  for  wanting 
to  enlist.  The  five  segments  did  differ,  however,  in  their 
reasons  for  not  wanting  to  enlist.  "High  Schoolers"  and 
"Col  1 egi ates"  placed  the  most  importance  on  plans  for  continuing 
school.  "Marrieds"  were  unique  in  placing  the  most  importance  on 
concern  of  being  separated  from  family  and  friends.  Both  "Working 
Singles"  and  "Others"  placed  the  most  importance  on  plans  for  a 
civilian  job. 

These  findings  suggest  that  positive  propensity  Individuals 
do  not  have  clearly  defined  reasons  for  wanting  to  enlist. 
Negative  propensity  individuals,  however,  have  specific,  clearly 
defined  reasons  for  not  wanting  to  enlist.  Moreover,  individuals 
with  different  demographic  characteristics  tend  to  differ  with 
regard  to  their  reasons  for  having  negative  propensity. 


a 


THE  RELATION  BETWEEN  EMPLOYMENT-RELATED  VARIABLES 


Approximately  one-half  of  the  NPS  sample  and  one-quarter  of 
the  PS  sample  felt  Gua rd/ Re se rve  membership  would  help  with  a 
civilian  job.  (The  percentage  of  NPS  women  who  thought  this  was 
true  declined  significantly  from  1981  to  1982.)  The  percentage  of 
positive  propensity  individuals  was  greater  among  those  who  felt 
Gua  rd/ Rese  rve  participation  would  help  with  a  civilian  job  than 
among  those  who  did  not. 


PERCENTAGE  SAYING  IT  WOULD  HELP  IN  A  CIVILIAN  JOB 


1981  1982 


SAMPLE 

% 

(BASE  ) 

% 

(BASE ) 

Non-prior  service  men 

50.4 

(1181) 

50.4 

(1129) 

Non-prior  service  women 

55.5* 

(1096) 

48.4 

(1117) 

Prior  service  men 

23.4 

( 1812) 

24.3 

(1791) 

Prior  service  women 

24.9 

(572  ) 

27.3 

(564) 

PERCENTAGE  OF  POSITIVE  PROPENSITY  INDIVIDUALS  AMONG  THOSE 


_ PERCEPTION _ 

Gua rd/Reserve  Guard/Reserve 


Will 

Hel  p 

Wil  1 

Not  Help 

With  a  Civilian  Job 

With  a 

Civilian  Job 

SAMPLE 

% 

(BASE ) 

% 

(BASE  ) 

Non-prior  service  men 

28.7** 

(534) 

11.2 

(526) 

Non-prior  service  women 

18.3** 

(509) 

4.6 

(542) 

Prior  service  men 

49.3** 

(410) 

15.8 

(1276) 

Prior  service  women 

45.8** 

(142) 

22.7 

(  379) 

Indicates  a  significant  difference  between  the  1981  and  1982 
1 evel s  ( p  <  .05  )  . 

Indicates  a  significant  difference  in  propensity  among  those 
who  feel  Guard/Reserve  membership  will  help  with  a  civilian 
job  and  those  who  do  not. 


The  majori ty  of  individuals  who  thought  their  company  had  a 
policy  regarding  Guard/Reserve  participation  thought  their 
company's  attitude  toward  Guard/Reserve  enlistment  would  be 
positive.  Those  who  did  not  think  their  company  had  a  specific 
policy  were  most  likely  to  think  their  company's  attitude  would  be 
neutral  . 


PERCEPTION  OF  COMPANY  POLICY  AMD  ATTITUDE 
REGARDING  GUARD/ RE S^RVE  ENLISTMENT^ 


COMPANY 

COMPANY  HAS  POLICY  DOES  NOT  HAVE  POLICY 


COMPANY  ATTITUDE  COMPANY  ATTITUDE 


SAMPLE 

Posi ti ve 

Neutral 

Negative 

Posi ti ve 

Neutral 

Negative 

Non-prior 

men 

service 

72.0 

26.2 

1.9 

20.7 

72.1 

7.2 

Non-prior 
wome  n 

service 

70.2 

26.2 

3.6 

19.2 

73.2 

7.6 

Prior  service 
me  n 

63.3 

32.4 

4.4 

33.1 

59.4 

7.6 

Prior  service 
women 

70.4 

25.9 

3.7 

28.2 

65.0 

6.9 

For  each  sample  the  percentage  who  think  their  company’s 
attitude  toward  Guard/Reserve  participation  is  positive  is 
greater  among  those  who  think  their  company  has  a  policy  than 
among  those  who  do  not.  The  opposite  is  true  for  the  percent¬ 
age  of  individuals  who  think  their  company's  attitude  is 
neutral . 
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The  percentage  of  PS  men  who  reported  having  actually  talked 
with  their  supervisor  about  Guard/Reserve  pa rt i c i pa t i on  increased 
significantly  from  1981  (13.7  percent)  to  1982  (  16.7  percent). 
This  was  not  the  case  for  the  other  three  samples.  Among  PS 
respondents  the  percentage  who  reported  other  co-workers  to  be 
Guard/Reserve  members  has  declined  significantly  from  1981  to  1982 
from  37.1  percent  to  33.0  percent  for  men,  and  from  35.6  percent 
to  28.4  percent  for  women. 


The  Relation  Between  Propensity  and  E«pl  oyent-Rel  ated  Factors 


Whether  or  not  a  person  believed  one’s  job  would  be  held 
while  at  Guard/Reserve  training  was  significantly  related  to 
propensity.  Among  those  who  thought  their  jobs  would  be  held,  the 
percentage  with  positive  propensity  was  higher  than  among  those 
who  did  not  believe  this  to  be  true. 

The  percentage  of  positive  propensity  PS  individuals  was 
greater  among  those  who  were  dissatisfied  with  their  abilities  to 
meet  their  financial  needs  since  separation  from  the  service  than 
among  those  who  were  satisfied  in  this  regard. 


Perceived  Influence  of  Guard/Reserve  Enllsfent  on  a  Civilian  Job 
and  the  Effect  of  Incentives  on  Propensity 


In  75  percent  of  the  cases  (18  out  of  24),  the  positive 
influence  of  enlistment  incentives  on  propensity  was  significantly 
greater  among  individuals  who  thought  Guard/Reserve  participation 
would  help  with  a  civilian  job  than  among  those  who  did  not. 
These  data  indicate  that  if  an  individual  feels  Guard/Reserve 
enlistment  may  jeopardize  his  or  her  job,  that  person  is  not 
likely  to  have  positive  propensity  even  if  presented  with  an 
enlistment  incentive,  such  as  cash  or  tuition  assistance. 
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THE  RELATIONSHIP  OF  NUMBER  OF  RESPONSIBILITIES  AND 
"TEPEE  H 5 TT Y  TO'  "JUTITTffE  “gOTTg p't'e  r  TT 


The  effect  of  the  sheer  number  of  one's  responsibilities  on 
propensity  was  examined.  The  degree  to  which  incentives  are 
associated  with  higher  propensity  among  respondents  with  few 
responsibilities  and  those  with  many  responsibilities  was  also 
exami ned . 


The  Relationship  of  Responsibilities  and  Propensity 

As  seen  in  the  table  below,  NPS  individuals  with  the  most 
obligations  have  significantly  lower  propensity  than  those  with 
the  least  obligations.  One  explanation  for  this  is  that  NPS 
individuals  with  more  responsibilities  and  obligations  may  give 
greater  weight  to  the  personal  opportunity  cost  of  Guard/Reserve 
service  than  to  its  attractions.  (NPS  individuals  with  the  most 
obligations  tend  to  be  older  and  married;  those  with  the  least 
obligations  tend  to  be  younger  and  in  high  school.) 


PERCENTAGE  OF  SAMPLE  WITH  POSITIVE  PROPENSITY. 

ftY  dSLrOTlbNS/RESPQNsiBiLif  iE^  3 E sWEETS  '  -  • 


OBLIGATIONS/RESPONSIBILITIES  SEGMENTS 


SAMPLE 

Least 

Most 

Non-prior  service  men 

29  .4* 

11.5 

Non-prior  service  women 

13.8* 

5.5 

Prior  service  men 

25.5 

22.0 

Prior  service  women 

35.2 

23.2 

•  • 


Indicates  a  significant  difference  in  propensity  between  those 
with  the  most  and  those  with  the  least  obligations  (p  <  .05). 
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Propensity.  Incentive  Prograas  and  Responsibilities 

Incentives  were  found  to  Influence  propensity  differently 
depending  on  whether  one  had  many  or  few  responsibilities  and 
whether  the  respondent  was  male  or  female.  Among  males,  incen¬ 
tives  had  the  effect  of  increasing  the  propensity  of  those  with 
the  most  responsibilities  relative  to  those  with  the  least  respon¬ 
sibilities.  On  the  other  hand,  among  women,  incentives  did  not 
have  a  substantial  impact  among  those  with  many  responsibilities. 
Monetary  incentives,  however,  did  increase  the  propensity  of  women 
with  very  few  responsibilities. 

One  way  of  explaining  these  findings  is  that  as  responsi¬ 
bilities  and  obligations  increase,  propensity  may  be  affected 
negati  vel  y  by  the  need  to  devote  one's  free  time  to  one's  family 
and  friends.  At  the  same  time,  however,  mounting  obligations  may 
affect  propensity  positively  because  the  additional  income  derived 
from  Guard/ Re  serve  participation  can  help  alleviate  the  financial 
drain  of  these  obligations.  The  personal  trade-off  one  makes 
between  available  family  time  and  additional  income  may  influence 
the  effect  of  the  number  of  responsibilities  on  propensity.  In 
some  cases,  moreover,  enlistment  incentives  may  influence  this 
trade-off. 
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KEY  RECOMMENDATIONS 


The  following  key  recommendations  have  been  made  on  the  basis 
of  results  discussed  in  this  volume.  These  and  other  recommenda¬ 
tions  are  described  in  more  detail  in  the  final  pages  of  each 
relevant  chapter.  (Selected  key  recommendations  from  previous 
RCAS  waves  can  be  found  in  Appendix  A.) 

The  recommendati ons 4 bel ow  are  listed  according  to  the  chapter 
with  which  they  are  associated,  and  not  in  order  of  importance. 


Recoaaendatlon  A  (Chapter  3): 

Enhance  recruiter  sensitivity  to  the  Issue  that 
■any  Individuals  who  are  not  qualified  to  be 
Guard/Reserve  officers  wish  to  enlist  only  If 
they  can  becoae  officers. 


Propensity  declines  approximately  20  percent  when  individuals 
who  only  wish  to  enlist  if  they  can  become  officers  are  not 

counted  as  having  positive  propensity.  Many  recruiters  may 

already  be  sensitive  to  potential  enlistees  who  overestimate  their 
chance  of  becoming  an  officer.  Increased  sensitivity  to  this 
issue,  however,  and  increased  effort  on  the  part  of  Guard/Reserve 

counselors  to  enlist  individuals  who  want  to  enlist  only  if  they 
can  become  an  officer,  but  who  will  probably  not  become  an 

officer,  may  be  helpful. 


Recoaaendatlon  B  (Chapter  4): 

Explore  ways  of  tapping  the  aarket  of  NPS  Indivi¬ 
duals  who  have  positive  propensity  only  for  the 
1RR  without  Interfering  with  the  aarket  of  NPS 
Individuals  who  have  positive  propensity  for  the 
Guard/Reserve  as  well  as  the  IRR. 


There  appears  to  be  a  market  composed  of  NPS  individuals  who 
have  positive  propensity  only  for  the  IRR  that  is  distinct  from 
those  who  have  positive  propensity  for  the  Gua  rd/Re  se  rve  as  well 
as  the  IRR.  The  former  are  more  likely  to  be  married,  older  and, 
are  less  inclined  to  participate  in  social  activities  with  large 
groups  of  people.  Because  these  individuals  are  distinct,  care¬ 
fully  designed  and  executed  recruiting  efforts  for  the  IRR  may 
enhance  IRR  accessions  without  detracting  from  Guard/Reserve  acces- 
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Recommendation  C  (Chapter  5): 

Explore  the  degree  to  which  an  Individual 
accurately  or  inaccurately  assesses  their 
spouse's  (or  a  significant  other  Individual's) 
support  if  they  were  to  enlist  in  the  Guard/ 

Reserve. 

If  prellalnary  findings  that  individuals  may 
underestimate  a  " spouse/ friend* s“  support  are 
confirmed,  design  advertising  and  promotional 
strategies  that  will  Increase  awareness  of  such 
support. 

In  most  cases,  there  is  a  difference  between  how  supportive 
people  expect  a  "spouse/fri  end"  will  be  if  the  individual  joins 
the  Gua rd/ Reserve ,  and  how  supportive  individuals  of  the  opposite 
sex  say  they  will  actually  be  if  a  "spouse/friend"  were  to  join 
the  Guard/Reserve.  Reported  support  is  greater  than  expected 

support  in  most  cases.  Furthermore,  individuals  who  think  their 
"spouse/friend"  will  be  supportive  are  more  likely  to  have  posi¬ 

tive  propensity  and  to  increase  their  propensity  when  offered 
enlistment  incentives  than  are  those  who  do  not  think  their 
"spouse/friend"  will  be  supportive.  If  further  exploration  of 

this  issue  indicates  that  individuals,  in  fact,  underestimate  how 

supportive  a  "spouse/friend"  will  actually  be,  it  follows  that 
increasing  individuals'  awareness  of  their  "  spou se/ f r i end ' s" 
support  through  advertising  and  promotional  campaigns  may  enhance 
propensity  and  accessions. 


Recommendation  D  (Chapter  6): 

To  increase  propensity  among  negative  propensity 

individuals,  address  their  specific  concerns 

about  Guard/Reserve  enlistment.  To  Increase 

propensity  among  positive  propensity  Indivi¬ 

duals,  stress  the  overall  positive  attributes  of 
the  Guard/Reserve. 

Individuals  with  different  demographic  characteristics  give 
speci fic  and  different  reasons  for  not  wanting  to  enlist.  It  is 
likely  that  before  such  negative  propensity  individuals  will 
attend  to  pro-Guard/Reserve  information,  their  specific  concerns 
and  reasons  for  having  negative  propensity  need  to  be  addressed. 
Different  types  of  positive  propensity  individuals,  on  the  other 
hand,  do  not  give  different  types  of  reasons  for  wanting  to 
enlist.  Because  these  individuals  do  not  substantially  differen¬ 
tiate  among  reasons  for  wanting  to  enlist,  a  broad,  generally 
positive  pro-Guard/Reserve  campaign  may  be  equally  effective  for 
enhancing  accessions  among  positive  propensity  individuals,  even 
those  with  very  different  demographic  characteristics. 


m 


m 


m 


m 
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Recoaaendatlon  E  (Chapter  7): 

Review  the  coaaunlcatl on  and  aotlvatlonal  strate¬ 
gies  being  used  with  eaployers  to  enhance  Guard/ 
Reserve  enllstaent. 


The  finding  that  the  percentage  of  PS  respondents  who  are 
aware  of  co-employees  who  are  Guard/Reserve  members  has  declined 
from  1981  to  1982  is  worrisome.  The  fact  that  over  50  percent  of 
the  NPS  respondents  thought  an  employer  would  not  hold  a  job  while 
an  individual  attended  a  Guard/Reserve  training  camp  and  that  this 
percentage  has  increased  significantly  from  1981  to  1982  are  also 
of  concern.  Individuals  who  feel  Guard/Reserve  participation  will 
hurt  their  jobs  or  careers  are  less  likely  to  have  positive  propen¬ 
sity  or  to  be  sensitive  to  enlistment  incentives.  Individuals  who 
have  positive  propensity  are  more  likely  than  those  with  negative 
propensity  to  know  of  individuals  who  are  in  the  Guard/Reserve  or 
who  are  considering  joining.  These  findings  indicate  that  a 
review  of  the  strategies  being  used  with  employers  to  elicit  and 
communicate  support  for  Guard/Reserve  enlistment  may  be  useful. 


Recoaaendation  F  (Chapter  8): 

To  Increase  the  nuaber  of  positive  propensity 
■en  aaong  those  who  are  older  and  have  aany 
responsibilities  and  obligations,  focus  on  the 
financial  benefits  of  Guard/Reserve  enllstaent. 


Older  men  have  proved  to  be  difficult  to  recruit.  This  group 
of  individuals  is  characterized  by  their  many  responsibilities  and 
obligations,  and  such  individuals  have  lower  enlistment  propensity 
than  those  with  very  few  obligations  and  responsibilities.  When 
presented  with  financial  incentives,  however,  the  propensity  of 
this  older  group  of  men  with  many  responsibilities  and  obligations 
increases  relative  to  the  propensity  of  those  men  with  few  respon¬ 
sibilities  and  obligations. 
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PREFACE 


This  report  documents  a  study  performed  by  ARBOR,  Inc.  under 
Contract  MDA9Q 3-8 1 -C-06 1 7  as  part  of  the  Joint  Market  Research 
Program  sponsored  by  the  Office  of  the  Assistant  Secretary  of 
Defense  (Manpower,  Reserve  Affairs  and  Logistics)  --  OASD  (MRA&L) 
--  and  the  Services. 

The  Reserve  Component  Attitude  Study  (RCAS)  is  a  component  of 
the  Joint  Market  Research  Program,  a  program  of  studies  which 
contributes  to  policy  formation  and  the  development  of  recruiting 
marketing  strategies.  (The  military  services  provide  input  into 
this  program  of  studies  through  the  Joint  Market  Analysis  and 
Research  Committee  ( J  MARC )  . )  RCAS  provides  time  series  data  about 
tne  propensity  of  young  men  and  women  to  enlist  in  the  Reserve 
components  and  measures  their  behavior  with  respect  to  the  Reserve 
and  Guard,  including  advertising  awareness,  contact  with 
recruiters,  and  knowledge  of  the  financial  incentives  for 
enl  i  sti  ng  . 

ARBOR,  Inc.  would  like  to  acknowledge  the  efforts  of  several 
individuals  in  the  successful  completion  of  this  study.  At  the 
Defense  Manpower  Data  Center,  Zahava  D.  Doering,  Chief,  Survey 
Market  Analysis  Division,  provided  overall  guidance  during  the 
effort;  J.  J.  Miller,  Chief,  Market  Research  Branch,  and  principal 
DoD  contact  provided  specific  direction  and  monitored  all  stages 
of  the  effort;  Vonda  L.  Kiplinger  provided  valuable  technical 
assistance  in  the  areas  of  sample  design  and  selection;  and  Dr. 
Michael  T.  Laurence  contributed  considerable  technical  and  edi¬ 
torial  guidance. 

In  OASD  (MRA&L),  Dr.  G.  Thomas  Sicilia,  Director,  Accession 
Policy,  CAPT  Louise  C.  Wilmot,  Deputy  Director,  Accession  Policy, 
and  Mr.  Ronald  G.  Liveris  provided  critical  policy  guidance. 
Finally,  we  would  like  to  thank  the  members  of  JMARC,  and  LTC 
George  A.  Thompson,  Chairman,  in  particular,  who  provided  valuable 
input  into  the  questionnaire  construction  and  analytic  design 
areas. 


1.0  ORIENTATION 


1.1  Background 

The  transition  from  the  draft  to  the  A1 1 -Vol un teer  Force 
(AVF)  created  the  need  to  enhance  understanding  of  the  deter¬ 
minants  of  voluntary  enlistment.  Whereas  voluntary  enlistments 
had  comprised  only  a  portion  of  the  military  when  enlistment  was 
mandatory,  under  the  AVF  they  make  up  the  entirety. 

To  fulfill  its  function,  the  AVF  approach  must  result  in  the 
appropriate  quality  and  quantity  of  enlistees  not  only  in  the 
Active  Forces  but  in  the  Selected  Reserve  Components  as  well. 

These  Reserve  Components  are  part-time  military  units  which 
provide  back-up  capability  for  the  Active  (full-time)  Forces. 

During  the  initial  implementation  of  the  AVF  in  1973  ,  little 
attention  was  given  to  issues  of  recruiting  for  the  National  Guard 
and  Reserves  ( Gua rd/ Reserve ) .  It  was  soon  recognized,  however, 
that  the  Guard/Reserve  would  have  a  harder  recruitment  job  in  the 
late  70's  and  the  80's  than  when  the  ranks  were  filled  by  persons 
not  wanting  to  serve  in  the  Active  Forces  during  the  Vietnam  War. 
This  being  the  case,  it  was  deemed  important  to  gain  a  better 
understanding  of  the  enlistment  process  and  to  further  such 
understanding  by  systematically  tracking  the  propensity  to  enlist 
over  time  and  by  exploring  key  factors  which  affect  this  propen¬ 
sity. 


To  achieve  this  purpose,  the  initial  Reserve  Component 
Attitude  Study  (RCAS)  was  conducted  in  1977.  A  RCAS  has  been 
conducted  in  each  subsequent  year.  All  studies  have  been  designed 
and  analyzed  in  accordance  with  a  market  research  orientation 


toward  understanding  how  to  promote  the  Guard/Reserve  effectively 
In  these  previous  studies,  ARBOR  has: 


•  Attempted  to  analyze  the  market  --  i.e.,  to  develop  a 
detailed  description  of  the  characteristics  and 
attitudes  of  individuals  who  have  positive  propensity  to 
enlist  in  a  Guard/Reserve  Component. 

•  Evaluated  the  awareness  and  appeal  of  existing  and 
hypothetical  features  of  the  Guard/Reserve  --  e.g.,  the 
reactions  to  current  benefits,  changes  in  benefits, 
current  and  possible  changes  in  length  of  enlistment, 
timing  of  Unit  Training  Assemblies  (UTA's),  etc. 

•  Estimated  the  effects  of  market  conditions  which 
influence  enlistment  decisions  --  i.e.,  attempted  to 
understand  how  attitudes,  values,  and  perceptions  of 
risks  and  benefits  affect  propensity  and  how  they  might 
be  influenced  by  economic,  political  and  social 
variables. 

A  review  of  selected  previous  RCAS  major  findings  and 
recommendations  can  be  found  in  Appendix  A. 


1.2  This  Study 

This  is  the  fifth  report  in  a  series  designed  to  explore 
issues  relating  to  the  accession  of  enlisted  personnel  in  the 
Guard/Reserve.  Each  of  these  studies  has  focused  on  identifying 
and  tracking  the  factors  associated  with  enlistment  propensity. 
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The  data  for  this  study  were  collected  from  4  October  to 
24  November,  1982,  from: 

•  1150  men,  17  to  26  years  of  age,  without  prior  military 
service  experience, 

•  1145  women,  17  to  26  years  of  age,  without  prior 
military  service  experience,  and 

•  2373  persons  with  prior  military  experience,  who  have 
separated  from  active  duty  after  at  least  two  years  of 
service. 

Among  the  individuals  with  prior  military  service,  1803  were  men, 
including  approximately  500  each  with  prior  service  in  the  Army, 
Navy,  or  Air  Force,  and  300  with  prior  service  in  the  Marine 
Corps.  The  remaining  individuals  were  women,  including  approxi¬ 
mately  300  with  prior  service  in  the  Army,  124  with  prior  service 
in  the  Navy,  and  151  with  prior  service  in  the  Air  Force.1) 

(There  are  not  enough  women  with  prior  service  in  the  Marine  Corps 
to  obtain  reliable  data.  Consequently,  prior  service  Marine  Corps 
women  were  not  surveyed.) 


Respondents  who  answered  less  than  15  percent  of  the 
questions  or  for  whom  a  propensity  measure  could  not  be 
computed  were  not  included  in  the  analyses.  As  a  result,  as 
indicated  in  the  table  below,  the  number  of  interviews 
analyzed  was  slightly  smaller  than  the  number  of  interviews 
obtai ned . 


SAMPLE 


Interviews  Interviews 

Obtained  Analyzed 


Unused 

1 - 


I ntervi ews 


i  of  Obtained 


NPS  men 
NPS  women 
PS  men 
PS  women 


1150 

1145 

1803 

570 


1129 

21 

1.8% 

1117 

28 

2.4% 

1791 

12 

0.7% 

564 

6 

1.1% 

The  report  on  the  1982  Guard/Reserve  Tracking  Study  is 
presented  in  two  major  volumes  as  well  as  two  additional  documents 
referred  to  as  the  "Data  Tape  Documentation"  and  the  "Call-Record 
Analysis." 

Volume  I,  Major  Findings  and  Implications  (the  volume  in 
hand),  includes  a  comparison  of  the  current  level  of  propensity  to 
enlist  in  the  Gua rd/ Re se rve  to  the  levels  of  previous  years.  It 
also  addresses  the  demographic  characteristics  of  respondents  who 
say  they  are  likely  to  enlist,  and  deals  with  selected  current 
issues  that  have  implications  for  enhancing  recruitment  effective¬ 
ness. 

Volume  II,  Data  Tables,  provides  the  basic  data  on  all 
questions  asked  of  respondents  in  1982.  Annotated  highlights  for 
each  question  are  also  contained  in  Volume  II. 

The  Data  Tape  Documentation  contains  documentation  of  the 
computer  tape  of  the  data  for  the  1982  RCAS.  Included  in  this 
document  are  variable  names,  response  alternatives  and  the 
relevant  coding  information. 

The  Call-Record  Analysis  consists  of  an  analysis  of  the  final 
telephone  call  results  that  were  obtained  in  the  sampling  process. 

1.4  Organization  of  this  Volume 


The  purpose  of  this  volume  is  to  provide  the  basic  propensity 
tracking  data,  summarize  data  that  are  relevant  to  current  policy 
issues,  and  discuss  Implications  of  these  selected  data  for 
accession  policy. 


Chapter  2.0  describes  the  methods,  procedures  and  defini 
tions  relevant  to  the  study. 

Chapter  3.0  discusses  the  tracking  data  on  enlistment 
propensity  for  components  of  the  Selected  Reserve. 
Respondent's  interest  in  becoming  an  officer,  and  the 
relationship  of  this  interest  and  propensity  to  enlist 
in  the  National  Guard  or  Reserve  Forces  is  explored  in 
this  chapter. 

Chapter  4.0  deals  with  issues  relevant  to  propensity  to 
enlist  in  the  Individual  Ready  Reserve  (1RR).  The 
effects  on  propensity  of  various  incentives  as  well  as 
of  different  service  requirements  are  explored.  Charac¬ 
teristics  of  Non-prior  service  (NPS)  individuals 
attracted  to  the  IRR  but  not  to  the  Guard/Reserve  are 
investigated.  In  addition,  Prior  service  (PS)  indivi¬ 
duals  who  would  enlist  in  the  Guard/Reserve  if  two 
additional  years  in  the  IRR  were  required  are  compared 
to  those  who  would  not  enlist  under  this  scenario  but 
would  enlist  in  the  Guard/Reserve  under  current 
requi remen ts . 

Chapter  5.0  focuses  on  how  supportive  individuals  say 
they  will  be  if  a  spouse  or  significant  other  person 
were  to  enlist  in  the  Guard/Reserve.  An  individual's 
expectation  regarding  the  reaction  of  their  spouse  (or 
of  a  significant  other  person)  if  the  individual  were  to 
join  the  Guard/Reserve  is  also  dealt  with.  Lastly,  the 
relationship  between  the  effectiveness  of  incentives  in 
increasing  propensity  and  whether  or  not  an  individual 
expects  a  significant  other  Individual  to  be  supportive 
of  Guard/Reserve  enlistment  is  explored. 


•  Chapter  6.0  deals  with  positive  propensity  individuals' 
reasons  for  wanting  to  join  the  Guard/Reserve  and 
negative  propensity  individuals'  reasons  for  not  wanting 
to  join  the  Guard/Reserve.  NPS  respondents  are 
separated  into  five  different  groups  on  the  basis  of 
demographic  characteristics,  and  the  reasons  these 
different  groups  give  for  wanting  or  not  wanting  to 
enlist  are  compared. 

•  Chapter  7.0  discusses  the  relationship  of  several  employ 
ment  issues  and  propensity  to  enlist  in  the  Guard/ 
Reserve.  Percept ions  of  whether  or  not  Guard/Reserve 
membership  will  help  with  a  civilian  job,  employers' 
attitudes  toward  Guard/Reserve  participation,  and 
supervisors'  attitudes  toward  Guard/Reserve  participa¬ 
tion  are  some  of  the  areas  addressed.  The  effect  of 
work-related  variables  on  the  degree  to  which  one  is 
influenced  by  enlistment  incentives  is  also  discussed. 

•  Chapter  8.0  concerns  the  effect  of  the  sheer  number  of 
an  individual's  obligations  on  his  or  her  propensity. 

The  effect  of  having  many  obligations  on  the  need  for 
family  time  and  the  need  for  additional  income,  and  the 
possibility  that  a  trade-off  between  these  two  needs  may 
affect  propensity  are  explored.  The  influence  incen¬ 
tives  may  exert  on  such  a  trade-off,  and  consequently  on 
propensity,  are  also  addressed. 


Implications  for  enhancing  Guard/Reserve  recruiting  and 
enlistment  policy  effectiveness  based  on  the  foregoing  analyses 
are  presented  and  discussed  separately  within  each  relevant 
chapter. 
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2.0  METHOD  AMO  DEFINITIONS 


2.1  The  Saaple 


The  data  were  collected  from  4  October  to  24  November,  1982, 
from  both  Non-prior  service  (NPS)  and  Prior  service  (PS)  men  and 
women,  using  WATS  line  telephone  interviews  of  approximately  30 
minutes  duration. 

Both  individuals  who  are  part  of  the  traditional  major  market 
for  the  Guard/Reserve  and  those  who  are  ot,  such  as  college 
graduates,  women,  and  individuals  more  than  21  years  old,  were 
included  in  the  sample.  The  age  and  geographic  distribution  of 
the  NPS  samples  were  constrained  to  match  the  most  recent  U.S. 
census  data.  NPS  respondents  aged  17  to  26  were  interviewed. 

The  PS  sample  comprised  persons  with  prior  military  experi¬ 
ence  who  had  been  separated  from  active  duty  after  at  least  two 
years  of  service,  were  eligible  for  re-enlistment,  were  not  in  the 
Selected  Reserve  at  the  time  of  the  study,  and  who  also  had  at 
least  one  year  remaining  under  their  military  service  obliga¬ 
tion.1.  2 ) 

A  breakdown  of  demographic  characteristics  of  the  NPS  and  PS 
samples  Is  set  forth  in  Table  2-1.  Inspection  of  this  table  indi¬ 
cates  that  the  sample  is  representati ve  of  the  relevant  popula¬ 
tions. 


Prior  service  men  were  AFQT  Category  III  or  above  as  measured 
by  the  tests  current  during  their  active  duty. 

The  PS  sample  data  were  weighted  so  that  the  proportion  of 
Individuals  from  any  particular  branch  of  service  to  the 
total  number  of  Individuals  in  the  sample  would  be  equal  to 
the  comparable  proportion  in  the  population.  Unless  other¬ 
wise  specified,  the  PS  data  presented  have  been  based  on 
weighted  data. 


V 
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DEMOGRAPHIC  variable 


TABLE  2-1:  DEMOGRAPHIC  CHARACTERISTICS 
BY  SAMPLE 

_ KPS 

Males  Females 


Males  Females 


BASE  (N) 

1129 

1117 

1791 

564 

Average  age 

21.4  yrs . 

21.5  yrs. 

23.9  yrs. 

25.0  yrs 

Ethnicity1) 

White 

81.0% 

81.0% 

85.3% 

84.9% 

Black 

9.9% 

9.9% 

7.0% 

10.4% 

Hi  spanic 

4.4% 

4.7% 

4.4% 

3.3% 

Other 

4.7% 

4.4% 

3.3% 

1.4% 

Education 

Less  than  high  school  graduate 

22.9% 

19.5% 

3.0% 

0.0% 

High  school  graduate  only  or 

vo-tech  training 

38.1% 

43.5% 

63.3% 

56.2% 

Some  col  lege 

24.6% 

24.8% 

26.9% 

33.5% 

College  graduate  or  more 

14.5% 

12.4% 

2.9% 

3.8% 

Now  attending  school 

40.1% 

34.6% 

32.1% 

35.6% 

Average  reported  grades  in  high  school 

B/B- 

B 

B-/C+ 

B 

Family  Situation 

narriea 

Average  number  of  dependents 

Own  home  (and  not  living  with  parents) 

Have  mothers  with  at  least  some 
college  education 
Have  fathers  with  at  least  some 
college  education 

Number  of  sibli ngs2' 

Employment 
tmpl  oyed 

Unemployed  and  looking  for  work 

Perceive  working  in  factory  in  next 
few  years  to  be  likely 
Perceive  difficulty  in  finding 
appropriate  full-time  job 

Military  Contact 

Talked  to  a  Guard/Reserve  recruiter 
wi  thi n  past  year 

Have  close  relative  in  the  military 
Have  close  relative  who  is  career 
mi  1  i  tary 

Have  friend  who  recently  joined  or  is 
considering  joining  military 

Past  Military  Service 


atisfied  with  skills  obtained  in  service 
Satisfied  with  service 


1)  These  categories  are  mutually  exclusive 

2)  Mode:  most  frequent  number. 


2.2  The  Questionnaire 


The  questionnaire  consisted  of  two  sections:  A  core  section, 
designed  to  allow  cross-year  comparisons  and  analyses  of  trends, 
and  a  "floating"  section,  designed  to  permit  analyses  of  current 
issues.  Examples  of  core  items  include: 

•  Propensity  to  enlist  in  each  National  Guard  or  Reserve 
component  (other  than  the  Coast  Guard  Reserve), 

•  Propensity  to  enlist  in  the  Active  Forces, 

•  Last  year  of  formal  education, 

•  Employment  status,  and 

•  Reported  enl i stme n t- r el  a  ted  behaviors  undertaken  within 
the  year  preceding  the  survey,  such  as  having  sent  for 
recruiting  literature  or  having  talked  with  a  recruiter. 


Some  of  the  "floating"  items  included  for  the  first  time  in 
tnis  year's  RCAS  are: 

•  Enlistment  propensity  for  NPS  individuals  in  a  new 
hypothetical  Individual  Ready  Reserve  program,  and 


Propensity  to  enlist  if  one  is  interested  in  becoming  an 
officer  but  is  not  able  to  do  so. 


Both  the  NPS  and  PS  versions  of  the  questionnaire  included  a 
number  of  questions  relevant  to  enlistment  propensity  in  the 
Gua r d/ Rese rve .  In  addition,  both  versions  of  the  questionnaire 
contained  questions  on: 

•  Age, 

•  Educational  history, 

•  Employment  history, 

•  Family  background, 

0  Marital  status,  and 

t  Other  demographic  ch a r ac te r i s ti c s . 

Complete  copies  of  the  questionnaires  are  included  in  Appendix  B. 

The  NPS  and  PS  versions  differed  mainly  in  whether  they 
contained  questions  on  military  experience  and  personal  events 
since  separation  from  the  military  (for  Prior  service  individuals) 
or  questions  on  favorability  toward  draft  registration  programs 
(Non-prior  service  individuals). 

The  majority  of  the  items  in  the  questionnaire  were  chosen  on 
the  basis  of  results  from  the  earlier  Reserve  Component  Attitude 
Studies  in  which  a  comprehensive  model  for  understanding  and 
predicting  enlistment  propensity  was  developed.  That  model, 
developed  during  the  first  RCAS  wave  and  refined  in  subsequent 
waves,  offers  a  context  within  which  critical  determinants  of 
enlistment  behavior  can  be  identified,  and  thus  helps  determine 
those  variables  that  should  be  attended  to  and  tracked. 

Additional  questions  contained  in  the  floating  section  of  the 
1982  survey  instrument  were  based  on  discussions  of  current  policy 
issues  coordinated  by  Defense  Manpower  Data  Center  (DMDC)  Market 
Research  Branch  personnel  with  the  Office  of  the  Assistant  Secre¬ 
tary  of  Defense  (Manpower,  Reserve  Affairs  and  Logistics)  OASD 
(MRA&L)  and  Joint  Market  Analysis  and  Reserch  Committee  (JMARC) 
personnel  . 


Different  forms  of  each  questionnaire  were  developed  in  order 
to  control  for  order  effects.  For  example,  when  determining  how 
likely  an  individual  would  be  to  enlist  if  given  a  $2,000,  $3,000 
or  $4,000  bonus,  half  of  the  respondents  were  asked  about  the 
bonuses  in  the  ascending  order  shown;  the  others  were  asked  the 
questions  in  the  reverse,  descending  order. 1) 


2.3  Definitions 


2.3.1  Guard/Reserve.  This  term  is  used  to 
refer  to  any  or  all  of  the  following:  Army 
National  Guard,  Army  Reserve,  Air  National 
Guard,  Air  Force  Reserve,  Naval  Reserve,  and 
Marine  Corps  Reserve.  It  is  not  defined  as 
including  the  Coast  Guard  Reserve  or  the 
Individual  Ready  Reserve. 


2*3.2  Enlistment  Propensity.  Enlistment  propen¬ 
sity  is  measured  by  'asking  respondents  to 
indicate  how  likely  they  are  to  join  each  of  the 
National  Guard  and  Reserve  components  (except 
the  Coast  Guard  Reserve)  on  a  four-point  scale. 
The  scale  includes  the  positive  responses  of 
"definitely  enlist,"  "probably  enlist,"  and  r.hp 
negative  responses  of  "probably  not  enlist,'  ar.a 
"definitely  not  enlist." 

The  enlistment  propensity  score  for  a  given 
respondent  is  the  most  positive  response  he  or 
she  gives  for  any  one  of  the  six  coi.  ^nent; 

(Army  National  Guard,  Army  Reserves,  Air 
National  Guard,  Air  Force  Reserves,  Marine  Corps 
Reserves,  or  Naval  Reserves).  (This  means  that 
the  overall  enlistment  propensity  of  any  total 
sample  will  be  more  positive  than  the  total 
sample’s  enlistment  propensity  toward  any  single 


Different  versions  controlled  for  a  number  of  other  potential 
biases.  For  example,  in  half  of  the  questionnaires  enlist¬ 
ment-related  questions  were  phrased  "will  you  enlist,"  while 
in  the  other  half,  "would  you  enlist"  was  used.  The  ques¬ 
tions  which  had  this  will/would  distinction  were  analyzed, 
and  it  was  determined  that  responses  to  such  questions  were 
not  significantly  influenced  by  this  difference  in  wording. 


Guard/Reserve  component.)  Individuals  whose 
only  answer  to  these  enlistment  questions  is 
"don't  know"  or  who  refuse  to  answer  all  of  the 
questions  were  not  used  in  any  of  the  analyses. 

Whenever  the  term  "enlistment  propensity"  is 
used  in  this  volume  without  further  qualifica¬ 
tion,  it  refers  to  responses  on  this  measure, 
obtained  prior  to  any  discussion  of  policy 
changes  or  incentives. 

For  each  individual,  his  or  her  propensity 
measure  was  dichotomized  with  positive  propen¬ 
sity  individuals  being  defined  as  those  who  say 
they  will  "definitely  enlist"  or  "probably 
enlist"  in  at  least  one  of  the  six  National 
Guard  or  Reserve  components  and  negative 
propensity  individuals  being  defined  as  those 
who  say  that  they  will  "probably  not  enlist"  or 
"definitely  not  enlist"  in  each  and  every 
component. 


2.3.3  Component.  In  this  report,  differences 
among  the  various  Guard/Reserve  units,  such  as 
the  Army  National  Guard  versus  the  Naval 
Reserve,  are  referred  to  as  differences  among 
"components."  Except  in  the  presentation  of  the 
basic  propensity  tracking  data  in  Section  3.0, 
no  efforts  are  made  to  distinguish  further  among 
components.  Where  "branch"  is  used,  it  refers 
to  the  military  force  in  which  a  PS  individual 
served  --  the  Army,  Navy,  Air  Force,  or  Marine 
Co  rp  s. 


2.3.4  Non-Prior  Service  (NPS).  Men  and  women 
with  no  prior  military  service  experience  are 
referred  to  as  "Non-prior  service  men"  and 
"Non-prior  service  women,"  or  "NPS  men"  and  "NPS 
women . " 


2.3.5  Prior  Service  (PS).  Men  with  prior 
military  experience  are  referred  i  as  "Prior 
service  men'1  (PS  men).  Women  with  prior 
military  experience  are  referred  to  as  "Prior 
service  women"  (PS  women). 


2.3.6  Statistical  Significance.  Statistically 
significant  results  are  those  which  are  unlikely 
to  occur  solely  on  the  basis  of  chance.  In 
other  words,  if  a  particular  outcome  is  a  rare 
event  when  only  chance  is  operating,  then  it  is 
reasonable  to  assume  that  more  than  chance  is 
operating.  For  example,  if  there  is  no  differ¬ 
ence  between  two  populations  on  a  given  measure, 
it  would  be  rare  for  a  large  difference  to  be 
observed  between  samples  drawn  from  these  popula 
tions  if  only  chance  were  influencing  the  data. 
Typically,  researchers  define  a  rare  event  as 
one  that  would  happen  by  chance  alone  less  than 
five  times  out  of  100.  (This  is  referred  to  as 
a  significance  or  an  alpha  level  of  .05.  It 
means  that  five  out  of  100  times  an  investigator 
will  say,  for  example,  that  a  difference  exists 
in  the  population  when,  in  fact,  no  such  differ¬ 
ence  exists  (a  Type  I  Error).)  Consequently,  if 
the  observed  difference  would  occur  by  chance 
alone,  less  than  five  times  out  of  100, 
researchers  are  relatively  confident  that  the 
observed  difference  in  the  samples  reflects  a 
true  difference  in  the  relevant  populations. 

Throughout  this  document,  findings  are  said  to 
be  significant  if  they  are  significant  at  the 
.05  level.  (See  the  discussion  above  of  signi¬ 
ficance.) 

A  statistical  difference  between  two  values  will 
be  indicated  in  the  tables  presented  in  this 
volume  by  placing  an  asterisk  next  to  the  signi¬ 
ficantly  greater  value. 

Statistical  significance  does  not  necessarily 
imply  practical  significance.  Practical  signi¬ 
ficance  is  determined  by  a  number  of  other 
criteria,  such  as  the  actual  size  of  a  given 
increase  or  decrease  or  whether  or  not  a  finding 
is  consistent  over  many  years.  Practical  signi¬ 
ficance  must  also  be  evaluated  with  respect  to 
management  concerns  and  management  ability  to 
utilize  the  results  in  policy  development  or 
i  in  p  1  emen  tati  on . 
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2.3.7  17  1/2  to  26  Year  Olds  and  Total  Sample. 

During  the  first  three  Reserve  Component 
Attitude  Study  { R C A S )  waves,  only  NPS  men  and 
women  between  the  ages  of  17  1/2  and  26  were 
interviewed.  In  1981  and  1982  ,  17  to  17  1/2 
year  olds  were  also  interviewed.  As  a  result, 
NPS  data  for  1978,  1979  and  1980  are  not 
directly  comparable  to  1981  and  1982  data 
because  of  this  slight  difference  in  the  age 
distribution  of  the  samples. 


/  • 


•  • 


3.0  ENLISTMENT  PROPENSITY 


Basic  tracking  data  for  enlistment  propensity  toward  any 
component  of  the  Guard/Reserve  are  described  in  this  chapter.  The 
propensity  of  Non-prior  service  (NPS)  respondents  and  of  Prior 
service  (PS)  respondents  from  particular  branches  of  the  military 
toward  each  Guard/Reserve  components  are  also  discussed. 

Additional  analyses  include: 

•  Demographic  characteri sties  of  positive  and  negative 
propensity  individuals, 

•  The  relation  between  employment  status  and  propensity  to 
join  the  Guard/Reserve,  and 

•  The  relationship  of  enlistment  propensity  to  interest  in 
attaining  officer  status. 


3.1  Basic  Data 


3.1.1  Overview .  The  percentage  of  individuals  in  each 
sample  with  positive  propensity  to  enlist  in  any  component  of 
the  National  Guard  or  Reserves  ( Gua  rd/ Re  se  rve )  is  set  forth  in 
Table  3-1.  Compared  to  1981:1) 

•  A  significantly  higher  percentage  of  PS  women  in  1982 

said  they  would  probably  or  definitely  enlist  in  the 
Gua rd/ Rese rve :  29.5  percent  versus  23.9  percent. 

•  The  percentage  of  positive  propensity  PS  men  and  NPS  men 
and  women  in  1982  has  remained  relatively  stable. 


As  shown  in  Table  3-1  and  depicted  graphically  in  Figure  3-1, 
the  percentage  of  PS  women  with  positive  propensity  is  higher  than 
in  any  previous  year. 


1)  The  1982  data  for  NPS  respondents  (17  to  26  year  olds)  are 
compared  here  to  the  1981  data  for  the  entire  NPS  sample 
including  17  to  17  1/2  year  olds. 
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TABLE  3-1:  PERCENTAGE  WITH  POSITIVE  PROPENSITY  TO  EHLIST 

IN  THE  GUARD/RSSERVE 


YEAR 


SAMPLE!) 

1978 

1979^ ) 

1980 

19813) 

1982 

Non-prior  service  men 

24.7 

19.7 

22.9 

21.2 

19.5 

Non-prior  service  women 

12.9 

8.8 

8.7 

9.0 

10.9 

Prior  service  men 

22.1 

20.4 

21.3 

24.4 

24.1 

Prior  se  rv  i  c  e 
women 

N/A 

22.3 

21.9 

23.9 

29.5 

*  Indicates  the  1981  and  1982  levels  are  significantly  different 

Each  percentage  in  this  table  is  derived  from  a  different 
base.  For  any  given  sample,  the  bases  in  different  years  are 
roughly  equivalent.  Those  who  are  interested  in  the  size  of 
these  bases  are  referred  to  Volume  II  of  the  1982  RCAS,  page 
10. 

2)  1979  NPS  data  reflect  only  those  respondents  interviewed 
before  the  attack  of  the  U.S.  Iranian  Embassy  on  4  November. 
Values  for  respondents  interviewed  after  the  Iranian  crisis 
are  20.8  and  10.1  for  NPS  men  and  NPS  women,  respectively. 

1979  PS  data  were  only  available  after  the  Iranian  crisis  on 
4  November. 

3)  These  NPS  data  include  17  to  17  1/2  year  old  respondents.  NPS 
data  for  1978,  1979  and  1980  reflect  a  sample  of  17  1/2  to  26 
year  olds.  NPS  data  for  1981  and  1982  ,  however,  reflect  a 
sample  of  17  to  26  year  olds. 

N/A  -  indicates  not  available. 
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FIGURE  3-1;  YEAR-TO-YEAR  PROPENSITY  TO  EMLIST 
IN  THE  GUARD/RESERVE 


Percentage 
Each  Year 
With  Positive 
Propens i ty 


NPS  wonen,  17  1/2  to  26  years  old 
NPS  worsen,  17  to  26  years  old 
NPS  ner.,  17  1/2  to  26  years  old 
••a  NPS  nen,  17  to  26  years  old 

^  DC  wnron  1  ) 


• - •  PS 


PS  woren  ■ 

PS  "ion  1  ) 


S  dat 
rlsi  s 


able  follow! 


Specific  responses  associated  with  overall  propensity  for 
each  of  the  samples  are  shown  in  Tables  3-2,  3-3  and  3-4.  As 
shown  below,  responses  of  NPS  men  to  propensity  to  join  the  Guard/ 
Reserve  have  not  changed  substantially  from  1981  to  1982. 


TABLE  3-2:  PERCENTAGE  WITH  POSITIVE  PROPENSITY  TO  ENLIST 

IN  THE  6UARD/RESERVE 
NPS  MALE  SAMPLE 


RESPONSE 

1978 

BASE 

Probably  or  definitely 
enl i st 

1: 

Definitely  enlist 

3.4 

Probably  enlist 

21.3 

Probably  not  enlist 

34.3 

Uef i ni tely  not 
enlist 

41.1 

YEAR 


19791) 

1980 

19812) 

1982 

721 

1150 

1181 

1129 

19^7 

22_j9 

19.5 

1  .9 

3.1 

2.5 

2.1 

17.8 

19  .8 

18.7 

17  .4 

36.3 

32.7 

32.8 

35.0 

44.0 

44.5 

46.0 

45.5 

1)  Respondents  interviewed  prior  to  4  November  1979. 

2)  These  NPS  data  include  17  to  17  1/2  year  old  respondents 
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TABLE  3-3:  PERCENTAGE  WITH  POSITIVE  PROPENSITY  TO  ENLIST 


IN  THE  GUARD/RESERVE 
NPS  FEMALE  SAMPLE 


•  • 


«  • 


The  percentage  of  NPS  women  who  say  they  would  definitely 
enlist  has  increased  significantly  in  1982  compared  to  1981. 


YEAR 


RESPONSE 

1978 

19  79  1  ) 

1980 

19812) 

1982 

BASE 

1495 

659 

1200 

1096 

1117 

Definitely  or 
probably  enlist 

12^9 

m9^0 

1JK9 

Def i ni tely  enlist 

2.1 

1.2 

0.9 

0.7 

1  .8- 

Probably  enl i st 

10.8 

7.6 

7.8 

8.3 

9.1 

Probably  not  enlist 

25.2 

31.7 

24.1 

23.1 

23.6 

Uef i ni tely  not 
enlist 

61  .9 

59.5 

67.2 

67.9 

65.6 

•  • 


*  Indicates  the  1981  and  1982  levels  are  significantly  different. 

Respondents  interviewed  prior  to  4  November  1979. 

2)  These  NPS  data  include  17  to  17  1/2  year  old  respondents. 


•  • 


.  -  -v  : 


V  *,  v  *,  _*« 
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The  percentage  of  positive  propensity  PS  men  remained  quite 
stable:  24.1  percent  positive  in  1982  versus  24.4  percent 

positive  in  1981.  This  percentage  increased  significantly  among 
PS  women,  however. 


TABLE  3-4:  PERCENTAGE  WITH  POSITIVE  PROPENSITY  TO  ENLIST 


IN  THE  GUARD/RESERVE 
PS  SAMPLES 


RESPONSE  BY  SAMPLE 


1978 


YEAR 


HALES 

BASE 

Definitely  or  probably 
enl i st 

Definitely  enlist 
Probably  enl i st 
Probably  not  enlist 
Definitely  not  enlist 

FEMALES 

BASE 

Definitely  or  probably 
enl 1 st 

Definitely  enlist 
Probably  enlist 
Probabl y  not  enlist 
Def  i  ni  tely  not  enlist 


1498 


2.2 

19.9 

23.2 

54.7 


2IK4 

1.8 
18.6 
27  .0 
52.6 


22^ 

2.0 

20.3 

26.3 

51.4 


21^ 

1  .6 
19.7 
29.2 
49.4 


2K9 

1  .2 
20.7 
27.2 
50.9 


2^4 

2.6 

21.8 

24.5 

50.2 


3.1 

20.8 

27.2 

48.9 


24a 

2.3 

21.8 

28.8* 

47.1 


29^5* 

2.9 

26.6* 

25.5 

45.0 


Indicates  the  1981  and  1982  levels  are  significantly  different. 


3.1.2  Positive  Propensity  for  Specific  Guard/Reserve 

Components .  The  percentage  of  each  sample  with  positive  propen¬ 
sity  to  enlist  in  specific  Guard/Reserve  components  is  presented 
in  Tables  3-5,  3-6  and  3-7. 

As  can  be  seen  in  Table  3-5,  there  has  been  no  significant 
increase  or  decrease  from  the  1981  levels  in  the  percentage  of  NPS 
men  who  have  positive  propensity  to  enlist  in  any  of  the  different 
Gua r d/ Rese r ve  components. 


TABLE  3-5 :  PERCENTAGE  WITH  POSITIVE  PROPENSITY  TO  ENLIST 


IN  INDIVIDUAL  GUARD/RESERVE  COMPONENTS 
NPS  MALE  SAMPLE 


YEAR 


COMPONENT 

1978 

1979*) 

1980 

1981^) 

1982 

BASE 

1491 

721 

1150 

1181 

1129 

Army  National  Guard 

12.7 

11.3 

10.6 

10.5 

9.8 

Army  Reserve 

11.0 

9.4 

9.6 

9.6 

8.9 

Air  National  Guard 

10.3 

9.4 

10.8 

00 

• 

00 

8.2 

Air  Force  Reserve 

12.4 

10.0 

11.3 

10.7 

10.9 

Naval  Reserve 

9.6 

8.5 

9.0 

8.9 

7.8 

Marine  Corps  Reserve 

7.2 

5.6 

7.2 

6.7 

6.1 

Active  Forces^) 

12.3 

11.4 

14.2 

11.6 

12.8 

Respondents  interviewed 

prior  to 

4  November  1979 

2)  These  NPS  data  include 

17  to  17 

1/2  year 

old  respondents. 

Propensity  to  enlist  in  the  Active  Forces  is  not  directly 
comparable  to  YATS  propensity  data.  Both  the  question  and  its 
placement  in  the  questionnaire  differ  substantially  from  the 
relevant  YATS  question. 


The  Gua rd/ Re se rve  component  propensity  data  for  NPS  women  set 
forth  in  Table  3-6  show  that: 

•  The  percentage  of  NPS  women  with  positive  propensity  to 
enlist  in  the  Army  Reserve  has  increased  significantly 
from  1981  to  1982  . 


TABLE  3-6:  PERCENTAGE  WITH  POSITIVE  PROPENSITY  TO  ENLIST 
IN  INDIVIDUAL  GUARD/RESERVE  COMPONENTS 
NPS  FEMALE  SAMPLE 


YEAR 


COMPONENT 

1978 

1979  1 ) 

1980 

19812  ) 

1982 

BASE 

1495 

659 

1096 

1117 

Army  National  Guard 

7.0 

3.5 

4.0 

5.1 

5.7 

Army  Reserve 

6.3 

3  .9 

3.8 

3.9 

5.7 

Ai r  Na  tional  Gua  rd 

5.6 

3.8 

2.6 

3.1 

4.3 

Ai r  Force  Reserve 

7.5 

4.9 

4.4 

5.0 

6.7 

Naval  Reserve 

5.6 

3.5 

4.3 

3.9 

4.5 

Marine  Corps  Reserve 

4.3 

2.3 

2  .9 

2.7 

3.7 

Active  Forces^) 

6 . 5 

3.7 

4.9 

4.4 

5.9 

The  percentage  of  NPS 

wome n  with 

po  s i ti ve 

pr ope  ns i ty  fo  r 

each 

Guard/Reserve  component  is 

higher  in 

1982  than 

i  n 

1981.  As  seen 

in  Figure  3-2,  the  pattern  of  differences  in  responses  between 
1982  and  1981  among  NPS  men  differs  significantly  from  that  of  NPS 
women.  For  men,  only  one  Gua rd/ Re s e rv e  component  is  associated 
with  a  greater  percentage  of  positive  enlistment  propensity  in 
1982  than  in  1981.  For  women,  however,  a  1 1  Gua rd/Reserve 
components  are  associated  with  a  greater  percentage  of  positive 
propensity  in  1982  than  in  1981. 


*  Indicates  the  1981  and  1982  levels  are  significantly  different 

1 )  Respondents  interviewed  prior  to  4  November  1979. 

2)  These  NPS  data  include  17  to  17  1/2  year  old  respondents. 

3)  Propensity  to  enlist  in  the  Active  Forces  is  not  directly 
comparable  to  YATS  propensity  data.  Both  the  question  and  its 
placement  in  the  questionnaire  differ  substantially  from  the 
relevant  YATS  question. 
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FIGURE  3-2:  DIFFERENCES  IN  THE  PERCENTAGE  WITH 
POSITIVE  PROPENSITY  TO  ENLIST  IN  INDIVIDUAL  GUARD/RESERVE 
COMPONENTS  BETWEEN  1982  AND  1981:  NPS  MALES  VERSUS  NPS  FEMALES 


MALES!)  FEMALES!) 


PERCENTAGE  IN:  PERCENTAGE  IN: 


1982 

1982 

1982 

1982 

1982 

1982 

Greater 

Equal 

Less 

Greater 

Equal 

Less 

than 

to 

than 

than 

to 

than 

COMPONENT 

1981 

1981 

1981 

1981 

1981 

1981 

Army  National  Guard 

X 

X 

Army  Reserve 

X 

X 

Air  National  Guard 

X 

X 

Air  Force  Reserve 

X 

X 

Naval  Reserve 

X 

X 

Mari  ne  Corps  Reserve 

X 

X 

As  shown  in  Table  3-7,  PS  men's  propensity  to  enlist  in  a 
particular  Guard/Reserve  component  remained  quite  stable  from  1981 
to  1982.  This  is  not  the  case,  however,  for  PS  women. 

•  The  percentage  of  PS  women  with  positive  propensity  to 
enlist  in  the  Air  National  Guard  increased  to  a  statis¬ 
tically  significant  degree  from  1981  to  1982,  and 

t  The  percentage  of  PS  women  with  positive  propensity  to 

enlist  in  the  Air  Force  Reserve  was  significantly  higher 
in  1982  than  in  1981  . 

Both  Guard/Reserve  components  associated  with  significant 
increases  in  PS  women's  propensity  are  Air  Force  components. 


!)  The  pattern  of  responses  for  NPS  men  and  women  differ  signifi 
cantiy  (p  <  .05)  by  a  Fisher  Exact  Test. 
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TABLE  3-7:  PERCENTAGE  WITH  POSITIVE  PROPENSITY  TO  ENLIST 
IN  INDIVIDUAL  GUARD/RESERVE  COMPONENTS 
PS  SAMPLES1* 


YEAR 


COMPONENT  BY  SAMPLE 

1978 

1979 

1980 

1981 

1982 

MALES 

BASE 

1498 

1536 

1712 

1812 

1772 

Army  National  Guard 

10.9 

8.2 

9.1 

10.2 

10.7 

Army  Reserve 

11.4 

8.5 

9.1 

9.7 

9.1 

Air  National  Guard 

7.6 

6.5 

6.1 

9.0 

9.3 

Air  Force  Reserve 

6.9 

6.8 

6.5 

8.9 

8.6 

Naval  Reserve 

5  .9 

5.3 

5.7 

7.1 

7.6 

Marine  Corps  Reserve 

5.0 

4.3 

4.2 

5.7 

4.8 

Active  Fo rces^ ) 

7.1 

8.4 

9.4 

9.3 

11.9 

FEMALES 

BASE 

N/A 

39  5 

560 

572 

560 

Army  National  Guard 

N/A 

10.2 

9.4 

9.4 

9.7 

Army  Reserve 

N/A 

10.4 

10.8 

12.8 

11.1 

Air  National  Guard 

N/A 

7.0 

6.8 

8.3 

11.9* 

Air  Force  Rese  rve 

N/A 

8.5 

9.0 

10.7 

14.9* 

Naval  Reserve 

N/A 

10.9 

7  .4 

8.1 

9.0 

Active  Fo  rces^ ) 

N/A 

10.2 

9.4 

9.6 

12.5 

*  Indicates  the  1981  and  1982  levels  are  significantly  different. 

11  Enlistment  propensity  for  PS  women  toward  the  Marine  Corps 

Reserve  cannot  be  measured  in  a  manner  comparable  to  that  for 
other  Gua rd/ Rese rve  components,  since  no  PS  women  of  the 
Marine  Corps  are  included  in  the  sample. 

2*  Propensity  to  enlist  in  the  Active  Forces  is  not  directly 

comparable  to  YATS  propensity  data.  Both  the  question  and  its 
placement  in  the  questionnaire  differ  substantially  from  the 
relevant  YATS  question. 
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The  data  for  the  PS  sample  are  affected  by  the  percentage  of 
Individuals  included  the  sample  who  had  been  members  of  each 
service  branch.  Consequently,  it  is  useful  to  examine  a  breakdown 
of  the  propensity  to  enlist  in  a  specific  Guard/Reserve  component 
for  individuals  formerly  associated  with  each  of  the  different 
branches  of  the  service.  As  indicated  by  the  underlined  percent¬ 
ages  in  Table  3-8,  individuals  from  a  particular  branch  of  service 
have  their  highest  propensity  with  regard  to  those  Gua rd/Rese rve 
components  associated  with  that  specific  branch. 


TABLE  3-8:  PERCENTAGE  WITH  POSITIVE  PROPEHSITV  TO  ENLIST 
IN  INDIVIDUAL  GUARD/RESERVE  COMPONENTS 
PS  SAMPLES  BT  PREVIOUS  BRANCH  OF  SERVICE*) 


1962 

GUARD/RESERVE  COMPONENT?) 


Army 

Air 

Air 

Marine 

SAMPLE 

AND  PREVIOUS 

National 

National 

Army 

Force 

Corps 

Naval 

Active 

BRANCH 

OF  SERVICE 

N  Guard 

Guard 

Reserve 

Reserve 

Reserve 

Reserve 

Forces 

MALES 


Army 

49  7 

16.2 

7.7 

17.3 

5.8 

1.6 

3.4 

12.1 

Air  Force 

496 

6.8 

16.8 

3.4 

18.6 

1.6 

3.2 

11.0 

Navy 

495 

6.8 

6.3 

4.2 

4.7 

2.7 

19.5 

10.8 

Marine  Corps 

298 

i 

9.4 

8.7 

5.2 

8.3 

19.9 

5.9 

14.6 

FEMALES3) 

Army 

290 

14.1 

8.0 

19.7 

9.1 

1.5 

4.9 

13.2 

*)  Based  on  unweighted  data.  When  making  comparisons  between  one  branch  of  service  and 
another,  as  opposed  to  comparing  all  PS  individuals  in  two  different  years,  it  is  not 
necessary  to  weight  the  data. 

2)  Percentages  for  individual  components  associated  with  the  branch  of  previous  service 
are  underscored. 

3)  Data  are  not  presented  for  PS  women  of  the  Navy  and  Air  Force.  The  relatively  small 
sample  sizes  do  not  yield  highly  reliable  data. 
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3.1.3  The  Relationship  of  Propensity  and  Eaployent  Status. 

Both  1981  and  1982  have  been  years  of  economic  uncertainty,  rising 
unemployment  and  declining  job  security.  These  changing  economic 
conditions  may  exert  an  influence  on  the  propensity  of  indivi¬ 
duals.  If  economic  conditions  do  affect  propensity,  individuals 
with  different  employment  character i s ti cs  may  be  affected  in 
different  ways.  For  example,  men  and  women  who  are  employed  and 
those  who  are  unemployed  and  looking  for  work  may  respond 
differently  to  economic  uncertainty.  To  shed  some  light  on  this 
issue,  an  analysis  of  the  relation  between  employment  status  and 
propensity  was  undertaken. 

As  seen  in  Table  3-9,  when  1981  data  are  compared  to  1980 
data,  the  percentage  of  employed  NPS  men  who  have  positive  propen¬ 
sity  dec! i nes  significantly.  This  is  also  apparent  when  1982  and 
1981  data  are  compared  for  this  group.  Among  PS  men  who  are 
employed,  however,  the  percentage  with  positive  propensity  has  not 
changed  significantly  from  1980  to  1981  to  1982. 

When  the  percentage  of  NPS  men  and  women  who  are  looking  for 
work  is  examined,  significant  year-to-year  changes  are  not 
apparent.  This  is  not  the  case,  however,  for  PS  men  and  women 
looking  for  work.  Between  1980  and  1981  the  percentages  of  PS  men 
and  women  looking  for  work  who  had  positive  propensity  increased 
significantly.  These  percentages,  however,  did  not  change  signifi- 
cantly  between  1981  and  1982  . 

The  only  employed  group  which  exhibited  a  significant 
i n c r e a s e  in  propensity  from  one  year  to  the  next  is  PS  women.  Why 
is  this  increase  only  evident  among  PS  women?  Many  factors  may 
affect  this  relationship.  It  is  possible,  however,  that  because  a 
smaller  percentage  of  PS  women  than  PS  or  NPS  men  work  more  than 
4(J  hours  per  week,  PS  women  have  greater  flexibility  and  opportu¬ 
nity  to  pursue  other  time-consuming  activities  such  as  Guard/ 
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Reserve  enlistment.!)  Although  PS  women  do  not  differ  from  NPS 
women  in  the  percentage  who  work  more  than  a  40  hour  week,  PS 
women  are  probably  more  likely  than  NPS  women  to  consider  Guard/ 
Reserve  enlistment,  whether  motivated  by  income,  patriotism,  a 
change  of  pace,  etc.,  because  PS  women  are  more  familiar  with  the 
military.  (A  more  in-depth  review  of  the  effect  of  responsi¬ 
bilities,  propensity  and  the  need  for  free  time  and  additional 
income  can  be  found  in  Chapter  8.0.) 

TABLE  3-9:  PERCENTAGE  WITH  POSITIVE  PROPENSITY  TO  ENLIST 

IN  THE  GUARD/RESERVE 
BY  EMPLOYMENT  STATUS 


SEGMENT 

19802) 

1981 

1982 

NPS  Men 

Empl oyed 

23 

19** 

15* 

Looking  for 

wo  rk 

35 

32 

28 

NPS  Women 

Empl oyed 

7 

8 

1 1 

Looking  for 

wo  rk 

24 

17 

17 

PS  Men 

Empl oyed 

22 

24 

23 

Looking  for 

work 

19 

30** 

30 

PS  Women 

Empl  oy  e  d 

23 

22 

30* 

Looki ng  for 

work 

24 

37** 

38 

*  Indicates 

the  1982  and  1981 

levels  are 

significant!  y 

di fferent 

**  Indicates  the  1981  and  1980  levels  are  significantly  different 

!)  Only  9.2  percent  of  all  PS  women  work  more  than  40  hours  a 
week,  while  25.0  percent  and  22.5  percent  of  PS  men  and  NPS 
men,  respectively,  work  more  than  40  hours  a  week. 

2)  1980  NPS  data  represent  17  1/2  to  26  year  olds,  1981  and  1982 
data  represent  17  to  26  year  olds. 
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3.2  Peaographic  and  Experiential  Profiles 

Different  accession  policies  or  advertising  and  promotional 
campaigns  may  be  needed  to  enhance  accessions  among  individuals 
who  have  positive  propensity  and  among  those  who  have  negative 
propensity.  In  order  to  effectively  design  such  policies  or 
campaigns,  identifying  characteristics  of  individuals  with 
positive  and  negative  propensity  can  be  extremely  useful. 


3.2.1  WPS  Men  and  Woaen  --  Demographic  Profiles.  Demo¬ 
graphic  variables  that  differentiate  positive  from  negative 
propensity  individuals  are  tracked  each  year.  An  extensive  list 
of  these  variables  as  well  as  indications  of  which  variables  signi¬ 
ficantly  differentiate  positive  and  negative  propensity  NPS  men 
and  women  in  the  1982  RCAS  wave  are  found  in  Table  3-10.  Although 
variables  that  are  significant  di f fe renti ato rs  in  any  given  year 
are  of  interest,  perhaps  of  even  greater  interest  and  utility  are 
those  variables  which  have  consistently  differentiated  positive 
from  negative  propensity  individuals  on  a  year-to-year  basis. 

Table  3-11  presents  a  year-to-year  comparison  of  the  statis¬ 
tical  significance  of  a  selected  subgroup  of  these  demographic 
variables.  As  indicated  in  this  table,  many  demographic  charac¬ 
teristics  that  differentiated  positive  and  negative  propensity 
individuals  this  year  were  also  significant  differentiators  in 
previous  years.  In  fact,  for  men,  nine  of  the  subset  of  thirteen 
variables  have  been  significant  differentiators  in  at  least  four 
of  the  past  five  years  and,  for  women,  six  of  the  subset  of 
thirteen  variables  meet  this  criterion. 
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TABLE  3-10:  DEMOGRAPHICS  OF  POSITIVE  AMD  MEGAT1VE  PROPENSITY  GROUPS 

NPS  SAMPLES* > 


DEMOGRAPHIC  VARIABLE 

BASE  (N) 

Proportion: 

Know  mother's  education  + 

Lived  with  father  first  ten 
years  of  life 
Know  father's  education  + 

Living  with  parents 
Whi  te 
Empl  oyed 

Currently  attending  school 
Planning  to  attend  school,  but 
not  currently  attending 
school 

Using  or  planning  to  use 
financial  assistance  for 
schooling  + 

Currently  attending  high  school 

Married 

Own  home 

Father  career  military 
Working  spouse 

Friend  thinking/joined  military 
Average: 

Age  ( in  years) 

Number  of  dependents 
Number  of  sibli ngs 
Number  of  hours  worked  per 
week  + 

Father's  education2)  + 

Mother's  education2)  + 

Reported  grades  in  high  school^) 
Education^) 

Perceived  difficulty  of 
finding  work  in 
occupational  area5) 

Work  weekends5)  + 


MALES 

WITH: 

Posi tive 

Negative 

Propensity 

Propensity 

(216) 

(882) 

00 

CO 

• 

.89 

.80 

.88* 

.71 

.81* 

.70* 

.52 

.65 

.84* 

.58 

.73* 

.44* 

.39 

.40* 

.29 

.60 

.53 

.28* 

.10 

.14 

.22* 

.06 

.16* 

.08 

.07 

.07 

.14* 

.45* 

.29 

20.12 

21.69* 

.39 

.48 

2.90 

2.80 

21.84 

29.05* 

1.78 

2.39* 

2.16 

2.33 

2.57 

2.79* 

3.23 

4.43* 

3.12 

3.05 

1.94 

2.00 

FEMALES 

WITH: 

Positive 

Negative 

Propensity 

Propensity 

(117) 

(960) 

.93 

.94 

.82 

.89* 

.72 

.84* 

.66* 

.47 

.50 

.83* 

.56 

.59 

.41 

.34 

.46* 

.31 

.72 

.65 

.25* 

.09 

.10 

.33* 

.09 

.18* 

.08 

.06 

.09 

.30* 

.48* 

.27 

20.41 

21.57* 

.61 

.56 

3.21* 

2.83 

16.99 

19.55 

1.70 

2.28* 

2.02 

2.41* 

2.74 

2.99* 

3.57 

4.21* 

3.10 

3.06 

1.87 

1.73 

had  a  legitimate  response  to 


1) 

2) 

3) 

4) 

5) 

6) 


individuals  were  included  in  the  analysis  who 

5  =  college  graduate  or  more. 


Only  those 
each  item. 

1  =  less  than  high  school  graduate, 

0  =  F,  4  =  A. 

1  *  attending  high  school,  9  =  post  graduate  work. 

1  =  very  easy,  4  =  very  difficult. 

1  =  hardly  ever,  4  =  every  week. 

=  difference  between  positive  propensity  group  and  negative  propensity  group  is 
statistically  significant  (p  <  .05). 

=  Asked  only  of  respondents  for  whom  the  question  wa^s  relevant.  For  example,  a 
parent's  education  was  asked  only  of  those  respondents  who  lived  with  that 
particular  parent. 


TABLE  3-11:  COMPARISON  OF  DEMOGRAPHIC  CHARACTERISTICS  DIFFERENTIATING 
POSITIVE  AW)  NEGATIVE  PROPENSITY  MEM  AMD  WOMEN.  BY  YEAR 
NPS  SAMPLE 


MALES _ _  _ FEMALES 


DEMOGRAPHIC  VARIABLE 

1978 

1979 

1980 

1981 

1982 

1978 

1979 

1980 

1981 

1982 

Age 

_ 

_ 

_ 

_ 

Married 

- 

- 

- 

- 

- 

- 

- 

- 

- 

- 

White 

- 

- 

- 

- 

- 

- 

- 

- 

- 

- 

Number  of  dependents 

n.s. 

n.s. 

n.s. 

- 

n.s. 

n.s. 

- 

n.s. 

n.s. 

n.s. 

Empl  oyed 

- 

- 

- 

- 

- 

n.s. 

n.s. 

- 

- 

n.s. 

Perceived  difficulty 
of  fi  ndi  ng  a  job 

+ 

n.s. 

n.s. 

n.s. 

n.s. 

n.s. 

n.s. 

+ 

n.s. 

Own  home 

- 

- 

- 

- 

- 

- 

“ 

- 

- 

Father  career  military 

+ 

+ 

n.s. 

n.s. 

n.s. 

+ 

+ 

n.s. 

n.s. 

n.s. 

Number  of  siblings 

+ 

n.s. 

+ 

+ 

n.s. 

+ 

n.s. 

n.s. 

n.s. 

+ 

Friend  thinki ng/joi ned 
military  recently 

+ 

+ 

+ 

+ 

+ 

+ 

+ 

+ 

+ 

+ 

Education  level 

- 

- 

- 

- 

- 

- 

n.s. 

- 

- 

- 

Currently  attending 
school 

+ 

+ 

n.s. 

+ 

+ 

+ 

+ 

n.s. 

+ 

Grades 

- 

n.s. 

- 

- 

- 

n.s. 

n.s. 

- 

- 

- 

n.s.  =  No  statistically  significant  difference  between  positive  and  negative  propensity 
individuals. 

+  =  Those  with  positive  propensity  have  significantly  (p  <  .05)  more  of  the  attribute 

than  those  with  negative  propensity. 

=  Those  with  positive  propensity  have  significantly  (p  <  .05)  less  of  the  attribute 
than  those  with  negative  propensity. 
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In  summary,  in  at  least  four  of  the  past  five  years,  positive 
propensity  NPS  individuals  have  differed  from  those  with  negative 
propensity  in  that  the  former  are  more  likely: 

•  To  be  younger, 

•  To  have  received  less  formal  education, 

•  To  be  members  of  a  racial  or  ethnic  minority  group, 

•  To  have  friends  who  are  thinking  about  or  who  have 
recently  joined  the  military, 

•  To  not  own  their  own  homes,  and 

•  To  be  si ngle. 

Positive  propensity  NPS  men,  in  addition,  are  more  likely 
than  negative  propensity  NPS  men: 


To  be  unempl oyed  . 


This  year's  data  also  show  that,  on  average,  positive  propen¬ 
sity  NPS  men  and  women  expect  they  will  be  making  less  money  in 
the  coming  year,  if  employed,  than  do  negative  propensity  indivi¬ 
duals.  Data  on  projected  income  were  not  available  in  previous 
years.  1) 

More  detailed  information  on  two  of  the  demographic  variables 
already  mentioned  --  age  and  education  --  are  presented  below.  A 
breakdown  of  propensity  by  age  is  presented  in  Figure  3-3.  As  can 
be  seen  in  this  figure,  the  percentage  of  NPS  individuals  with 
positive  propensity  declines  as  age  increases. 

The  propensity  to  enlist  among  individuals  with  the  following 
levels  of  educational  attainment  was  also  assessed  independently: 

•  Nonhigh  school  graduates  or  individuals  with  a  GED 
di pi oma , 

t  High  school  graduates  who  have  not  completed  additional 
schooling,  and  individuals  who  attended  vocational 
school ,  and 

t  Individuals  with  one  or  more  years  of  a  college  educa¬ 
tion. 


1)  Those  readers  who  are  interested  in  an  analysis  of  differ¬ 
ences  and  similarities  bet ween  those  individuals  with  a 
preference  for  enlisting  in  the  Gua ru/Reserve  and  those  with 
a  preference  for  enlisting  in  the  Active  Forces  are  referred 
to  RCAS  III,  I960,  Chapter  4.0.  A  summary  of  this  analysis 
is  found  in  the  Summary  of  RCAS  Findings  and  Recommendations 
in  Appendix  A . 


FIGURE  3-3;  UPS  PROPENSITY  TO  ENLIST 
IH  THE  6UARD/RESERVE  BY  AGE  (1982) 
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As  shown  in  Table  3-12,  for  NPS  men,  the  percentage  of 
nonhigh  school  graduates  with  positive  enlistment  propensity, 

33.2  percent,  is  significantly  greater  than  any  of  the  other 
educational  groups.  Among  those  NPS  males  having  at  least  one 
year  of  college  education,  the  percentage  with  positive  propensity 
is  significantly  lower,  10.7  percent,  than  among  any  of  the  other 
educational  groups  evaluated.  In  general,  as  educational  level  of 
NPS  men  increases,  the  percentage  of  NPS  men  with  positive  propen- 
sity  decreases. 


TABLE  3-12:  PERCENTAGE  OF  POSITIVE  PROPENSITY  INDIVIDUALS 
AMONG  THOSE  WITH  DIFFERENT  AMOUNTS  OF  FORMAL  EDUCATION 


LAST  YEAR 
FORMAL  EDUCATION 

OF 

COMPLETED 

SAMPLE 

Does  Not  Have 
a  Regul  a  r  High 
School  Diploma 

High  School 
or  Vocational 
School 

One  or  More 
Years  of 
Col  lege 

Non-prior 
se rv i c e  men 

33.2  * 

18.9 

10.7  ** 

(BASE) 

(  295  ) 

(  392  ) 

(441) 

Non-prior 
service  women 

18.8  * 

9.3 

7.7 

(BASE  ) 

(261) 

(442  ) 

(414) 

Indicates  the  percentage  with  positive  propensity  in  the 
educational  group  is  greater  than  any  other  educational  group 

Indicates  the  percentage  with  positive  propensity  in  the 
educational  group  is  smaller  than  any  other  educational  group 


Data  in  Table  3-12  also  show  that  the  educational  group  among 
NPS  women  that  has  the  highest  percentage  of  positive  propensity 
individuals  is  the  nonhigh  school  diploma  group.  The  percentage 
of  positive  propensity  individuals  in  this  group  (18.8  percent)  is 
significantly  higher  than  that  of  high  school  graduates  or  those 
who  attended  vocational  school  (9.3  percent)  and  is  also  higher 
than  the  relevant  percentage  of  individuals  with  at  least  one  year 
of  college  (7.7  percent).  No  other  differences  among  the 
percentages  of  positive  propensity  individuals  in  different 
educational  groups  were  statistically  significant. 

As  age  increases,  the  probability  that  an  individual  will 
have  a  higher  level  of  educational  attainment  also  increases.  It 
is  therefore  not  surprising  that,  among  NPS  individuals,  propen¬ 
sity  is  related  both  to  age  and  to  educational  attainment. 


3.2.2  PS  Men  and  Hoaen  —  Deaographic  and  Experiential 
Profiles.  The  demographic  profiles  of  PS  men  and  women  with 
positive  and  negative  propensity  were  analyzed  to  determine  if 
demographic  variables  differ  significantly  between  those  with 
positive  propensity  and  those  with  negative  propensity.  The 
variables  used  in  this  analysis  and  indications  of  those  variables 
that  did  and  did  not  prove  to  be  significant  differentiators  can 
be  found  in  Table  3-13. 

This  year  demographic  ch a rac t e r i s ti c s  significantly  differ¬ 
entiated  PS  men  with  positive  propensity  and  those  with  negative 
propensity.  This  is  not  true,  however,  for  PS  women.  As  in 
earlier  RCAS  waves,  positive  and  negative  propensity  PS  men  differ 
significantly  on  fewer  demographic  variables  than  do  NPS  men. 
Unlike  NPS  women,  PS  women  with  positive  and  negative  propensity 
do  not  differ  on  overall  demographic  profiles. 


TABLE  3-13:  DEMOGRAPHICS  OF  POSITIVE  AMD  NEGATIVE  PROPENSITY  GROUPS 


PS  SAMPLES!) 

MALES  WITH: 

FEMALES 

WITH: 

DEMOGRAPHIC  VARIABLE 

Posi ti ve 
Propens i ty 

Negative 
Propensi ty 

Posi tive 
Propensi ty 

Negative 

Propensi 

BASE  (N) 

(420) 

(1270) 

(160) 

(375) 

Proportion: 

Lived  with  mother  first  ten 
years  of  1 i fe 

.98 

.97 

.97 

.98 

Know  mother's  education  + 

.91 

.92 

.94 

.94 

Lived  with  father  first  ten 
years  of  1  i  fe 

.94 

.92 

.90 

.93 

Know  father's  education  + 

.85 

.85 

.86 

.88 

Empl  oyed 

.73 

.77 

.62 

.62 

Whi  te 

.77 

.87* 

.75 

.88* 

Planning  to  attend  school,  but 
not  currently  attending  school 

.45* 

.29 

.36 

.32 

Currently  attending  school 

.28 

.34* 

.37 

.35 

Using  or  planning  to  use 
financial  assistance  for 
school  i  ng  + 

.87* 

.60 

.74 

.71 

Having  friends  in  the  military  or 
friends  considering  enlisting 

.44* 

.33 

.48 

.44 

Marri ed 

.32 

.37 

.40 

.50 

Working  spouse 

.20 

.24 

.37 

.43 

Own  home 

.15 

.16 

.18 

.22 

Averaqe: 

Age  (in  years) 

23.84 

23.93 

25.18 

24.85 

Number  of  dependents 

.33 

.32 

.20 

.24 

Number  of  sibl i ngs 

3.23* 

3.08 

3.21 

3.24 

Number  of  hours  worked  per 
week  + 

30.15 

31.65 

22.68 

23.13 

Father's  education^)  + 

2.05 

2.18 

2.11 

2.22 

Mother's  education^)  + 

2.09 

2.22 

2.17 

2.30 

Reported  arades  in  high  school3) 

2.51 

2.57 

2.96 

3.04 

Educa  tion^) 

3.81 

3.93 

4.59 

4.40 

Perceived  difficulty  of 
finding  work  in 
occupational  area*)) 

3.23* 

3.08 

3.08 

2.98 

Work  weekends^)  + 

2.11 

2.08 

1.83 

1.84 

Expected  income7) 

3.18 

3.46* 

2.66 

2.77 

•  • 


•  • 


•  • 


•  • 


•  • 


Only  those  individuals  were  included  in  the  analysis  who  had  a  legitimate  response  to 

each  item. 

1  =  less  than  high  school  graduate,  5  =  college  graduate  or  more. 

0  =  F,  4  =  A. 

1  =  attending  high  school,  9  =  post  graduate  work. 

I  =  very  easy,  4  =  very  difficult. 

1  =  hardly  ever,  4  =  every  week. 

1  =  less  than  $7,000,  if  working  next  year;  8  =  $50,000  or  more  if  working  next  year. 
=  difference  between  positive  propensity  group  and  negative  propensity  group  is 
statistically  significant  (p  <  .05). 

=  Asked  only  of  respondents  for  whom  the  question  was  relevant.  For  example,  a 
parent's  education  was  asked  only  of  those  respondents  who  lived  with  that 
particular  parent. 


•  • 


•  • 


•  • 
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For  PS  men  and  women,  the  only  variable  that  has  differen¬ 
tiated  positive  from  negative  propensity  individuals  in  each 
consecutive  RCAS  wave  is  ethnicity:  positive  propens ity  indivi¬ 
duals  are  more  likely  to  be  black  or  Hispanic.  In  addition,  in 
three  of  the  past  five  years,  PS  men,  but  not  women,  with  positive 
propensity  have  differed  from  those  with  negative  propensity  in 
being  more  likely  to  have  friends  in  the  military  or  to  have 
friends  who  have  recently  considered  enlisting,  and  in  being  more 
likely  to  be  planning  to  attend  school  but  not  currently  in 
school  . 


Why  are  the  PS  women  the  only  sample  for  which  demographic 
profiles  of  positive  propensity  individuals  and  those  of  negative 
propensity  individuals  do  not  differ?  One  reason  may  be  self¬ 
selection.  In  other  words,  only  individuals  with  certain  specific 
characteristics  are  likely  to  have  enlisted  originally.  As  a 
result,  there  is  less  potential  for  differences  among  any 
subdivision  of  the  female  PS  sample  than  the  NPS  sample.  For 
example,  if  a  variable  such  as  "support  of  the  military"  were 
assessed,  the  values  among  PS  women  would  be  expected  to  be  more 
consistent  than  the  comparable  values  among  NPS  women.  After  all, 
the  PS  women  probably  would  not  have  enlisted  initially  if  they 
w°re  not  supportive  of  the  military.  There  is  no  reason  to 
expect,  however,  "support  of  the  military"  to  be  similar  among  NPS 


women . 


The  percentage  of  PS  individuals  at  a  particular  age  with 
positive  propensity  is  depicted  in  Figure  3-4.1)  Unlike  the  NPS 
sample,  the  average  age  of  positive  and  negative  propensity  PS 
individuals  do  not  differ  significantly. 

Military  and  pos t- separ a ti o n  experiences  and  the  related 
attitudes  of  positive  and  negative  propensity  PS  samples  were  also 
analyzed.  Pre-  and  post-separation  experience  and  related 
attitudes  significantly  differentiated  positive  from  negative 
propensity  PS  individuals.  Both  PS  men  and  women  with  positive 
propensity  differed  from  those  with  negative  propensity  in  that 
the  former  were  more  likely  to: 

•  Believe  that  Gua rd/ Re se rve  participation  will  help  in  a 
civilian  job, 

•  Be  satisfied  with  their  overall  military  experience, 

•  Be  satisfied  with  the  skills  they  obtained  in  the 
service,  and 

•  Be  dissatisfied  with  their  abilities  to  meet  their 
financial  needs  since  separation  from  the  service. 

A  detailed  breakdown  of  reported  military  and  pos t- sepa rati o n 
experiences  is  presented  in  Table  3-14. 

1)  It  appears  that  the  percentage  of  positive  propensity  women 
in  the  highest  age  category  is  greater  than  that  of  the 
equivalent  group  of  positive  propensity  men.  However, 
because  the  number  of  individuals  in  the  higher  age  cate¬ 
gories  are  relatively  small,  the  difference  in  propensity 
bet ween  these  groups  is  not  statistically  significant. 


FIGURE  3-4:  PS  PROPENSITY  TO  ENLIST 
IN  THE  GUARD/RESERVE  BY  AGE  (1982) 
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TABLE  3-14;  PROFILES  OF  THE  MILITARY  AMD  POST-SEPARATlOH  EXPERIENCES 
OF  POSITIVE  AMD  NEGATIVE  PROPENSITY  PS  INDIVIDUALS* ) 


MALES 

WITH: 

FEMALES 

WITH: 

VARIABLE 

Positive 
Propensi ty 

Negative 
Propensi ty 

Positive 
Propensi  ty 

Negative 
Propensi ty 

BASE  (N) 

(396) 

(1274) 

(150) 

(366) 

Proportion: 

Trained  in  desired  skill 

.66 

.69 

.65 

.68 

Believe  it  would  help  in  a 
civilian  job  to  be  a  Guard/ 

Reserve  member 

.50* 

.16 

.43* 

.21 

Have  since  separation: 

Gone  back  to  school 

.41 

.45 

.54 

.46 

Applied  for  a  bank  loan 

.37 

.41 

.31 

.34 

Taken  out  a  bank  1  oan 

.35 

.38 

.38 

.34 

Gotten  married 

.13 

.14 

.14 

.17 

Bought  a  home 

.11 

.12 

.13 

.13 

Applied  for  a  mortgage 

.11 

.11 

.11 

.12 

Had  a  chil d 

.15 

.12 

.13 

.24* 

Gotten  divorced 

.05 

.05 

.05 

.06 

Averaqe: 

Months  since  separation 

18.52 

Overall  satisfaction  with 
the  service2) 

4.01* 

Satisfaction  with  skills 
obtained  in  service2) 

3.91* 

Satisfaction  with  grade  in 
service  at  separation2) 

3.92 

Relative  time  of  last 
promotion^) 

1.78 

Oegree  to  which  feel  used 
skills  in  service4) 

4.16* 

Usefulness  of  experience  in 
service  since  separation5) 

2.16 

Satisfaction  with  ability  to 
meet  financial  needs2) 

3.42 

19.51* 

18.74 

19.02 

3.59 

4.12* 

3.79 

3.68 

4.03* 

3.77 

3.79 

4.04 

3.97 

1.75 

1.82 

1.69 

3.95 

4.18 

4.06 

2.15 

2.29 

2.22 

3.63* 

3.09 

3.37* 

Only  those  individuals  were  included  in  the  analysis  who  had  a  legitimate  response  to 
each  item. 

2)  i  =  very  dissatisfied,  5  =  very  satisfied. 

3)  1  =  earlier  than  most  people  with  the  same  years  of  service,  3  =  later  than  most 

people  with  the  same  years  of  service. 

4)  1  =  never,  5  =  al  1  or  most  of  the  time. 

1  =  Not  at  all  useful,  4  =  very  useful. 

*  =  positive  propensity  group  is  statistically  different  from  negative  propensity 

group  (p  <  .05). 
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3.3  Anticipation  of  Status  as  an  Officer 

The  RCAS  waves  are  intended  to  measure  propensity  to  become 
an  enlisted  Guardsman/Reservist.  Individuals'  interest  in 
becoming  officers  were  explored  to  determine  whether  or  not  some 
individuals  have  positive  propensity  only  if  they  think  they  will 
become  officers.  First,  individuals  with  positive  propensity  were 
asked  if  they  were  interested  in  becoming  an  officer.  Those  who 
expressed  an  interest  were  then  asked  to  assess  the  likelihood 
that  they  would  actually  become  an  officer  as  well  as  to  indicate 
whether  or  not  they  would  enlist  if  they  could  not  become  an 
officer.  Rased  on  this  information,  the  propensity  measure  was 
adjusted  to  include  only  individuals  who  would  enlist  as  enlisted 
pe  rso  nnel . 

3.3.1  Interest  In  Serving  as  an  Officer.  Respondents  with 
positive  propensity  to  enlist  were  first  asked  if  they  hoped  to 
serve  as  officers  or  as  enlisted  personnel .  Table  3-15  sets  forth 
the  responses  to  this  question  for  each  sample  as  well  as  for 
individuals  in  each  sample  with  different  levels  of  scholastic 
ach i evement. 

TABLE  3-15:  PERCENTAGE  OF  THOSE  WITH  POSITIVE  PROPENSITY 
WHO  HOPE  TO  SERVE  AS  AN  OFFICER  BY  SCHOLASTIC  ACHIEVEMENT! ) 

_ SAMPLE _ 

NPS  PS 

Men  Women  Men  Women 

TOTAL  SAMPLE  71.0  65.6  42.2  51.2 

Level  of  Scholastic  Achievement 

More  than  a  high  school  education 
High  school  only  (A  or  B  grades)3^ 

High  school  only  (C,  D  or  F 
gr ade s ) 2 ,  3 ) 

In  high  school 
High  school  dropout 

#  Base  is  too  small  to  yield  highly  reliable  data. 

Represents  the  percentage  with  positive  propensity  within  each 
educational  segment. 

2)  Includes  GEDs. 

3)  Reported  grades. 


77.0 

75.0 

53.5 

71.4 

60.0 

# 

42.4 

30.8 

72  .0 

# 

35.1 

# 

76.7 

57.7 

# 

# 

55.6 

# 

# 

# 

In  three  of  the  four  samples,  more  than  half  the  respondents 
with  positive  propensity  indicated  that  they  hope  to  serve  as 
officers  (see  Table  3-15).  Furthermore,  for  both  men  and  women, 
the  percentage  of  NFS  individuals  who  hope  to  serve  as  officers  is 
significantly  higher  than  the  relevant  percentage  of  PS  indivi¬ 
duals.  Even  among  high  school  dropouts,  about  56  percent  of  NPS 
males  report  that  they  hope  to  serve  as  officers.  NPS  individuals 
at  all  education  levels  may  have  higher  hopes  than  the  equivalent 
group  of  PS  individuals  because  the  NPS  men  and  women  may  be  less 
aware  of  the  actual  requirements  of,  and  demands  placed  on, 
officers.  This  issue  is  explored  in  more  depth  below. 

3.3.2  Perceived  Likelihood  of  Serving  as  an  Officer 
Cons  iering  Educational  and  Other  Requi regents .  Respondents  who 
indicated  they  are  interested  in  serving  as  an  officer  were  asked 
to  assess  the  likelihood  of  their  actually  serving  as  an  officer 
given  the  educational  and  other  requirements  of  officers.  As 
shown  in  Table  3-16,  the  self-appraisals  of  NPS  individuals  are 
still  quite  high  compared  to  those  of  PS  individuals.  Even  when 
education  is  controlled,  this  pattern  persists. 


TABLE  3-16:  DISTRIBUTION  OF  EXPECTATIONS 
ABOUT  BECOMING  OFFICERS  AMONG  POSITIVE  PROPENSITY  RESPONDENTS 

EXPECTATIONS 


SAMPLE 

BASE 

(N) 

Do  Not 
Hope  To  Be 
Of f i cersl ) 

HOPE  TO  BE 

Think  They 
Will  Not  Be 
Able  To 

OFFICERS 

Think  They 
Will  Be 
Able  To 

Total 

Non-prior  service 
me  n 

(  220) 

32.7 

16.4 

50.5 

100.0% 

Non-prior  service 
women 

(122) 

42.6 

11.5 

45.1 

100.0% 

Prior  service 
me  n 

(  432  ) 

57.6 

11.1 

30.8 

100.0% 

Prior  service 
women 

(167) 

49.1 

14.4 

34.7 

100.0% 

1)  Includes  individuals  who  are  not  sure  if  they  hope  to  serve 
as  an  officer  or  as  an  enlisted  person. 
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3.3.3  Enllsfent  Propensity  If  One  Hopes  to  Serve  as  an 
Officer  But  is  Unable  To  Do  So.  The  positive  propens i ty  indivi¬ 
duals  who  hope  to  serve  as  officers  were  also  asked  to  assess 
their  likelihood  of  enlisting  if  they  were  unable  to  become 
officers.  The  data  shown  in  Table  3-17  indicate  that  among  those 
who  hope  to  become  officers,  ap pr oxi ma tel y  half  of  the  PS  sample 
and  two-thirds  of  the  NPS  sample  still  have  positive  enlistment 
propensity  if  unable  to  become  officers. 


TABLE  3-17:  PERCENTAGE  WHO  RETAIN  POSITIVE  PROPENSITY 
AMONG  INDIVIDUALS  WHO  CANNOT  BECOME  AM  OFFICER 
EVEN  THOUGH  THEY  ARE  INTERESTED  IN  DOING  SO 

| 


Base  ( N  ) 

Percentage  Who  Retain 
Positive  Propensity 

Non- pribr  service 
men 

(148) 

67.6 

Non-prior  service 
women 

(70) 

68.6 

Prior  service  men 

(182) 

53.0 

Prior  service  women 

(85) 

58.8 
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The  opportunity  to  become  an  officer  appears  to  be  an 
important  element  of  enlistment  propensity  for  all  samples. 

When  individuals  who  would  not  enlist  if  they  could  not  become 
officers  are  excluded  from  the  positive  propensity  group,  positive 
propensity  falls  significantly  by  roughly  20  percent  in  each 
sample.  This  decline  is  shown  in  Table  3-18  and  is  depicted  in 
Figure  3-5. 


TABLE  3-18:  ADJUSTED  PERCENTAGE  WITH  POSITIVE  PROPENSITY 
TO  ENLIST  1M  THE  6UARD/RESERVE 


SAMPLE 

BASE 

(N) 

Unadjusted 

Percentage 

Ad j  u  sted 
Percentage1 1 

Degree  To 
Which  Unadjusted 
Rate  Should  Be 

D i scounted2 ) 

Non-prior  service 
me  n 

(1129) 

19  .5 

15.2 

09.1* 

Non-prior  service 
wome  n 

(1117) 

10.9 

9.0 

i  7  .4* 

Prior  service 
me  n 

(1791  ) 

24.1 

19.3 

19.9* 

Prior  service 
wome  n 

(564) 

29  .5 

23.4 

20.7* 

*  Statistically  significant  (p  <  .05). 

Individuals  who  would  not  enlist  if  they  could  not  become 
officers  are  not  counted  as  having  positive  propensity. 

2)  Defined  as  1  - 


Adjusted  Percentage 
Unadjusted  Percentage 
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FIGURE  3-5:  ADJUSTING  POSITIVE  PROPENSITY  TO  EXCLUDE  INDIVIDUALS 
WHO  DO  MOT  RETAIN  POSITIVE  PROPENSITY  IF  THEY  CANNOT  SERVE  AS  AN  OFFICER 


Total  Sample  --  NPS  Males1) 
100%  (1129) 


Posi  tive 
Propensi  ty 
19.5% 


Nega  tive 
Propensi  ty 
80.5% 


Positive  Propensity 
If  Cannot 
Be  An  Officer 
4.3% 


Positive  Propensity 
If  Cannot 
Be  An  Officer 
8.9% 


Do  Not  Hope 
To  Serve 
As  An  Officer 
6.4% 


Adjusted 

Positive  Propensity 
15.2% 


1) 


NPS  males  are  used  to  illustrate  the  method  used  to  derive  the  adjusted  positive 
propensity.  Adjusted  positive  propensity  data  for  all  four  samples  can  be  found  in 
Table  3-18. 


3.4  Su««ary  and  Implications 


The  potential  impact  of  the  economy  and  of  individuals'  hopes 
of  attaining  officer  status  on  enlistment  propensity  in  the  Guard/ 
Reserve  have  been  discussed  in  this  chapter.  Basic  propensity 
data  and  characteristics  that  differentiate  positive  from  negative 
propensity  individuals  have  also  been  addressed. 

•  Changing  economic  conditions  may  affect  the  propensity 
of  different  types  of  people  in  different  ways.  For 
example,  between  1981  and  1982  propensity  among  employed 
MPS  men  fell  significantly,  propensity  among  employed  PS 
women  rose  significantly,  and  propensity  among  the  other 
groups  of  employed  and  unemployed  individuals  looking 
for  work  did  not  change  significantly.  It  is  evident 
that  the  effect  of  the  economy  on  propensity  is  a 
complex  issue  that  warrants  further  examination. 

•  As  shown  in  this  chapter,  propensity  declines  by  approxi¬ 
mately  20  percent  (e.g.,  from  19.5  percent  to  15.2  per¬ 
cent  for  NP S  men),  when  individuals  who  wish  to  enlist 

in  the  Gua rd/ Rese rve  only  if  they  can  become  officers 
are  not  counted  as  having  positive  propensity.  The 
desire  to  serve  as  an  officer  may  generate  considerable 
initial  interest  in  the  Guard/Reserve.  Before  actually 
enlisting,  however,  individuals  may  benefit  from  gaining 
a  more  realistic  understanding  of  how  their  talents  can 
best  be  realized  in  the  Gua rd/ Rese rve ,  whether  as  an 
officer  or  as  an  enlisted  person. 


Some  individuals  who  will  probably  not  become  officers 
but  who  wish  to  enlist  only  if  they  become  officers,  may 
still  be  interested  in  enlisting  if  certain  positive 
attributes  of  the  Guard/Reserve  are  made  apparent  and  if 
they  are  helped  to  realize  they  can  make  a  contribution 
to  the  Gua rd/ Rese rve  in  other  ways.  In  this  regard,  it 
may  be  useful  for  Guar d/ Re se rve  recruiters  and  career 
counselors  to  be  especially  sensitive  to  the  needs  of 
individuals  who  may,  for  a  variety  of  reasons,  over¬ 
estimate  their  chances  of  becoming  officers.  Successful 
counseling  may  result  in  some  of  these  individuals  more 
accurately  appraising  their  options  and  deciding  to  join 
the  Guard/Reserve  as  enlisted  personnel. 
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4.0  PROPENSITY  TO  ENLIST  IN  THE  INDIVIDUAL  READY  RESERVE 


Recently,  attention  has  been  focused  on  the  role  of  the 
Individual  Ready  Reserve  (IRR)  in  the  military.  The  IRR  is  a  pool 
of  trained  individuals  who  could  be  called  to  active  duty  in  a 
time  of  national  emergency  but  whose  maintenance  during  peace  time 
would  not  require  a  major  expenditure  of  human  or  financial 
resources.  Because  propensity  to  enlist  in  the  IRR  has  become  an 
especially  salient  issue,  data  relevant  to  this  issue  have  been 
analyzed  in  the  RCAS  both  this  year  and  last  year. 

New  questions,  designed  to  further  illuminate  the  factors 
relevant  to  propensity  to  enlist  in  the  IRR,  were  included  in  this 
year's  questionnaire. 

4.1  Issues  Relevant  to  NPS  Propensity  to  Enlist  In  the  IRR 

NPS  individuals  were  asked  their  propensity  to  enlist  in  a 
new  IRR  program  which  would  involve  the  following: 

•  A  6-year  commitment  to  the  IRR, 

•  Being  subject  to  active  duty  only  in  national 
emergenci es , 

•  A  standard  obligation  of  12  weeks  of  basic  combat 
training  during  which  individuals  would  receive 
approximately  $56U  per  month  plus  full  benefits,  and 

•  No  obligation  to  attend  regular  meetings  or  drills 
during  the  remaining  6-year  commitment. 

Respondents  were  also  asked  their  propensity  to  enlist  in 
such  a  program  if  they  received  a  $1,000  bonus  for  enlisting. 
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4.1.1  NPS  Enlistment  Propensity  in  the  IRR  Prograa  Coapared 
to  the  Guard/Reserve .  Enlistment  propensity  in  the  proposed  IRR 
program  without  any  cash  incentive  is  significantly  greater  than 
enlistment  propensity  in  the  Gua  rd/ Rese  rve .  As  seen  in  Table  4-1, 
for  NPS  males: 


•  30.9  percent  have  positive  propensity  to  enlist  in  the 
IRR,  and 

•  19. S  percent  have  positive  propensity  to  enlist  in  the 
Guard/Reserve . 

For  NPS  f emal es  : 


•  20.3  percent  have  positive  propensity  to  enlist  in  the 
IRR,  and 

•  10.9  percent  have  positive  propensity  to  enlist  in  the 
Guard/Reserve  . 


TABLE  4-1:  PERCENTAGE  WITH  POSITIVE  PROPENSITY  TO  ENLIST 
IN  THE  IRR  WITH  AND  WITHOUT  AN  ENLISTMENT  INCENTIVE 


IRR  PROPENSITY 


SAMPLE 

Guard/ Rese rve 

Enl i stment 
Incentive 

Base 

P  r  o  p  e  n  s  i  ty 

None 

$1,000 

Non-prior  service  men 

( 11 29  ) 

19.5 

30.9 

34  .8 

Non-prior  service  women 

(1117) 

10.9 

20.3 

23.0 

Indicates  the  percentage  with  positive  propensity  with  and 
without  the  incentive  are  significantly  different  (p  <  .05). 


4.1.2  The  Effect  of  Incentives  on  Propensity  to  Enlist  in 

the  IRR  Program.  Incentives  increase  propensity  among  NPS  men  and 
women  from  31  percent  and  20  percent  to  35  percent  and  23  percent, 
respectively.  It  should  be  kept  in  mind,  however,  that  without  a 
bonus,  propensity  to  enlist  in  the  IRR  is  already  quite  high.  In 
addition,  even  though  a  $1,000  bonus  increases  propensity  signifi¬ 
cantly,  the  incentive  may  not  be  cost  effective  because  it  wo*.'ld 
have  to  be  paid  to  everyone  --  those  individuals  who  have  positive 
propensity  without  the  bonus  (30.9  percent  of  the  UPS  men  and  20.3 
percent  of  the  NPS  women)  --  not  simply  to  those  individuals  who 
only  have  positive  propensity  in  the  IRR  when  presented  with  a 
bonus  (3.9  percent  of  the  NPS  men  and  2.7  percent  of  the  NPS 
women )  . 


4.1.3  A  Comparison  of  NPS  Individuals  With  Positive  Propen¬ 
sity  for  the  Guard/Reserve  as  Well  as  the  IRR  and  Those  With 
Positive  Propensity  for  the  IRR  Only.  Differences  between  indivi¬ 
duals  with  positive  propensity  for  both  the  IRR  program  and  the 
Qua  rd/ Re  se  rve  versus  those  with  positive  propensity  only  for  the 
IRR  program  were  explored.  This  was  done  to  determine  if  indivi¬ 
duals  with  only  positive  propensity  for  the  IRR  program  constitute 
a  new  market  of  enlistees  or  if  they  are  essentially  the  same  as 
those  with  positive  propensity  for  the  Gua rd/ Rese rve .  As  can  be 
seen  in  Tables  4-2  and  4-3,  compared  to  NPS  men  and  women  who  have 
positive  propensity  for  both  the  Gua r d/ Re se rv e  and  the  IRR 
program,  NPS  men  and  women  who  are  positively  inclined  only  for 
the  IRR  tend  to: 

•  Be  married. 


3e  white. 


Be  ol der , 


•  Be  less  favorably  disposed  to  engaging  in  social 
activities  with  larger  groups  of  people,  *) 

•  Be  less  inclined  to  actively  seek  information  about 
enlistment  in  the  military,*) 

•  Feel  less  strongly  that  participation  in  the  Guard/ 
Reserve  is  associated  with  positive  activities  and 
consequences, *  ) 

•  Feel  less  strongly  that  they  would  be  proud  to  be  a 
Guard/Reserve  member  and  that  others  would  respect  such 
an  affiliation,*)  and 

•  Not  believe  that  being  a  member  of  the  Guard/Reserve 
will  help  with  a  civilian  job. 


Based  on  measures  derived  from  groups  of  related  variables. 
The  specific  variables  from  which  each  item  was  derived  can 
be  found  in  Appendix  C. 


TABLE  4-2:  SELECTEO  DEMOGRAPHIC  CHARACTERISTICS  OF  MRS  INDIVIDUALS 

WITH  POSITIVE' PMPEMSITrrro  60TH  THTEUAM/KSERVE  "flD  THrrRlTPR'flSEAM 

- VERSUS  THOSE  WITH  POSITIVE  PROPEWSITV  0HLYT0R7HETRR  'PROGRAM - 


MALES 


FEMALES 


POSITIVE  PROPENSITY  FOR: 
Guard/Reserve 


POSITIVE  PROPENSITY  FOR 
Guard/Reserve 


DEMOGRAPHIC  VARIABLE 

BASE  ( N ) 1 > 

Proportion: 

Know  mother's  education  + 

Lived  with  father  first  ten 
years  of  life 
Know  father's  education  + 

Livi  ng  wi  th  parents 
Whi  te 
Empl  oyed 

Currently  attending  school 
Planning  to  attend  school,  but 
not  currently  attending  school 
Using  or  planning  to  use 
financial  assistance  for 
school  i  ng  + 

Currently  attending  high  school 
Marri  ed 
Own  home 

Father  career  military 
Working  spouse 

Average: 

Age  ( i n  years) 

Number  of  dependents 

Number  of  siblings 

Number  of  hours  worked  per  week  + 

Father's  education2)  + 

Mother's  education?)  + 

Reported  qrades  in  high  school^) 
Education2)) 

Perceived  difficulty  of  finding 
work  in  occupational  area^) 

Work  weekends") 


and  IRR 


IRR  Only 


and  IRR 


(147) 

(192) 

(83) 

(137) 

.89 

.85 

.90 

.90 

.82 

.83 

.80 

.85 

.72 

.77 

.65 

.77 

.71* 

.57 

.71 

.61 

.61 

.80* 

.47 

.68* 

.64 

.71* 

.53 

.46 

.47 

.40 

.41 

.41 

.41 

.34 

.49 

.39 

.54 

.47 

.67 

.66 

.31* 

.11 

.29* 

.15 

.11 

.19* 

.08 

.28* 

.06 

.13* 

.07 

.12 

.10 

.07 

.10 

.08 

.07 

.11 

.06 

.18* 

19.95 

21.34* 

20.06 

20.97* 

0.39 

0.48 

0.67 

0.57 

2.97 

3.09 

3.22 

2.85 

19.78 

27.96* 

14.89 

13.43 

1.80 

2.10 

1.65 

1.98 

2.14 

2.07 

2.00 

2.27 

2.53 

2.68 

2.78 

2.80 

3.07 

4.06* 

3.47 

3.60 

3.18 

3.08 

3.12 

3.12 

1.89 

2.03 

1.93 

1.55* 

*  =  difference  between  the  positive  and  negative  propensity  groups  is  statistically 

significant  ( p  <  .05 ) . 

+  =  Asked  only  of  respondents  for  whom  the  question  was  relevant. 

1)  1  =  Only  those  individuals  were  included  in  the  analysis  who  had  a  legitimate 

response  to  each  item. 

?)  1  =  less  than  high  school  graduate,  5  =  college  graduate  or  more. 

3)  0  =  F,  4  =  A. 

4)  I  =  high  school  dropout,  9  =  post  graduate  work. 

5)  i  =  very  easy,  4  =  very  difficult. 

6)  l  =  hardly  ever,  4  =  every  week. 


TABLE  4-3:  SELECTED  CHARACTERISTICS  OF  NPS  INDIVIDUALS  WITH  POSITIVE  PROPENSITY  FOR 

- BOTH  TMTaAto/lgSn^TBg"TrilBnBI5IW' versus:  THOSE - 

— grnTTosnivrpiopnisiTVgHn  m  the  iwmam — 


MALES _ _ FEMALES 


POSITIVE  PROPENSITY  FOR: 

POSITIVE  PROPENSITY  FOR 

VARIABLE 

Guard/Reserve 
and  IRR 

IRR  Only 

Guard/Reserve 
and  IRR 

IRR  Onli 

BASE  (N ) 1 ) 

(143) 

(181) 

(80) 

(216) 

Averages: 

Disposition  toward:  ** 

The  mi  1  i  tary3 ) 

3.88 

3.90 

3.71 

3.73 

Religious  and  community 
activi ties3) 

2.85 

2.71 

3.20 

3.10 

Hunting  and  fishing3) 

3.30* 

3.00 

2.27 

2.40 

Readi  ng3) 

2.67 

2.52 

2.86* 

2.52 

Social  activities  with  friends3) 

3.55 

3.62 

3.71 

3.78 

Social  activities  with  groups3) 
Changing  some  aspect  of  one's 
job3) 

4.03* 

3.76 

4.27* 

3.99 

4.35* 

3.81 

4.29 

4.21 

Actively  seeking  information 
about  military  enlistment3) 

3.78* 

2.58 

4.00* 

2.75 

Perceptions  of:  ** 

Being  called  into  a  conflict 
in  the  Guard/Reserve4) 

3.73 

3.74 

3.45 

3.30 

Positive  attributes  of  the 
Guard/Reserve5 ) 

4.31* 

3.95 

4.41* 

4.09 

Respect  and  pride  of  Guard/ 
Reserve  members5) 

3.94* 

3.67 

4.22* 

3.86 

Negative  attributes  of  the 

Guard/ Reserve5) 

3.56 

3.76* 

3.47 

3.61 

Whether  Guard/Reserve  membership 
wil 1  help  with  a  job5) 

2.55* 

2.23 

2.76* 

2.24 

How  well  equipped  and  trained 
the  mil  i  tary  i  s3 ) 

4.20* 

3.93 

4.25 

4.07 

Number  of  obligations/ 
responsibi  1  i  ties7 ) 

4.55 

5.81* 

4.71 

5.05 

*  Indicates  a  significant  difference  between  those  who  have  positive  propensity  for 
both  the  IRR  and  the  Guard/Reserve  and  those  who  have  positive  propensity  for  tf  IRR 
only. 

**  Definitions  of  the  items  that  are  based  on  scales  are  found  in  Appendix  C. 

D  1  =  Only  those  individuals  were  included  in  the  analysis  who  had  a  legitimate 
response  to  each  item. 

3J  1  =  a  negative  disposition,  5  =  a  positive  disposition. 

3)  1  =  a  negative  disposition,  4  =  a  positive  disposition. 

4)  i  -  very  unlikely,  5  =  very  likely. 

5)  1  =  the  attribute  exists  hardly  at  all,  5  =  the  attribute  exists  very  much. 

5)  1  =  it  will  not  help  one's  job,  3  =  it  will  help  one's  job. 

7 )  This  scale  is  composed  of  family  and  work  obligations  such  as  hours  worked,  number  of 
dependents,  having  pre-schoolers,  etc. 


In  addition,  NPS  men  who  have  positive  propensity  toward  only 
the  IRR  program  are  more  likely  than  those  with  a  positive  propen¬ 
sity  for  Doth  the  Guard/Reserve  and  the  IRR  program  to: 

•  Be  employed, 

•  Own  their  own  home, 

•  Work  more  hours  per  week,  and 

t  Have  higher  educational  attainment. 

It  would  appear  that  those  with  positive  propensity  to  enlist 
only  in  the  IRR  program  constitute  a  different  market  from  the 
market  of  individuals  with  positive  propensity  for  the  Guard/ 
Reserve  as  well  as  the  IRR.  Although  these  two  groups  do  not 
differ  in  their  overall  feelings  about  the  military,  the  "IRR 
only"  group  does  differ  in  being  somewhat  more  settled  ( i  .  e .  , 
older  and  married)  and,  for  men,  in  having  less  free  time  (hours 
worked,  employed,  and  number  of  obligations).  They  therefore,  may 
be  less  likely  to  be  looking  to  obtain  comradery  or  self-esteem 
through  a  mi  1  i  tary- rel  a  ted  experience.  This  older,  more  settled 
group  may  be  more  attracted  to  the  proposed  IRR  program  but  not  to 
the  Guard/Reserve  because  the  IRR  program  involves  a  one-time 
commitment  of  time,  whereas  the  Guard/Reserve  requires  a  time 
commitment  on  an  ongoing  basis. 

It  is  also  noteworthy  that  compared  to  those  with  positive 
propensity  for  both  the  Gua r d/ Re se r ve  and  the  proposed  IRR 
program,  individuals  with  positive  propensity  for  the  "IRR  only" 
are  more  likely  to  be  white  and  the  men  are  more  likely  to  be 
employed  and  more  highly  educated. 


4.2  Issues  Relevant  to  PS  Propensity  to  Enlist  in  the  IRR 


Before  reviewing  the  responses  of  PS  individuals  to  IRR- 
related  questions  in  detail,  it  should  be  recalled  that  all  the  PS 
men  and  those  PS  women  who  enlisted  in  fiscal  year  1978  or  later 
were  in  the  IRR  at  the  time  of  the  survey.  As  noted  in  Table 
4-4A,  however,  many  PS  individuals  were  not  aware  of  their 
existing  military  obligation. 


TABLE  4-4A:  PERCENTAGE  WITH  DIFFERENT  PERCEPTIONS 
OF  WHETHER  OR  MOT  THEY  HAVE  A  REMAINING  MILITARY  OBLIGATION 


PERCEPTION  OF  HAVING  A 


REMAINING 

MILITARY 

OBLIGATION 

SAMPLE 

(BASE ) 

Yes 

No 

Don't  Know 

Prior  service  men 

(1791) 

80.7 

19.0 

0.3 

Prior  service  women 
who  entered  before 
fiscal  year  19  7 81 1 

(  307  ) 

17.4 

81.5 

1.1 

Prior  service  women 
who  entered  in  fiscal 
year  1978  or  a  f ter* ' 

(  2  57  ) 

42.5 

55.5 

1  .9 

The  active  and  inactive  duty  requirements  of  women  in  the 
Active  Military  changed  in  fiscal  year  1978.  Women  who 
entered  Active  Military  service  before  fiscal  year  19  78  do 
not  have  an  inactive  military  obligation.  Women  who  entered 
Active  Military  service  during  or  after  fiscal  year  1978  did 
have  a  remaining  inactive  military  obligation  at  the  time  of 
the  study. 
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4.2.1  Propensity  to  Sign  Up  For  an  Additional  Three  Years  in 
the  IRR.  The  effects  of  three  incentive  plans  on  propensity  of  PS 
personnel  to  enlist  in  the  IRR  for  an  additional  three  years  were 
tested.  These  plans  were: 

•  A  low-cost  group  life  insurance  program, 

•  A  $900  enlistment  bonus,  and 

•  The  opportunity  to  participate  in  an  annual  two-week 
refresher  training  camp  (including  full  pay  and 
allowances)  plus  a  $900  bonus. 

The  percentages  of  individuals  with  positive  propensity  to 
sign  up  for  three  additional  years  in  the  IRR  under  these  three 
separate  incentive  programs  are  shown  in  Table  4-4B  below.  As 
shown  in  this  table,  the  percentages  of  men  and  women  with 
positive  propensity  to  enlist  under  any  of  the  three  incentive 
plans  range  from  28  percent  to  37  percent. 

TABLE  4-4B:  PERCENTAGE  WITH  POSITIVE  ENLISTMENT  PROPENSITY 


IN  THE  IRR  UNDER  VARIOUS 

INCENTIVE 

PROGRAMS1 > 

INCENTIVE  PROGRAM 

PS  Males 

SAMPLE 

PS  Females 

BASE  (N) 

(  1791) 

(  564  ) 

Low  cost  life  insurance 

29.9 

27.9 

$900  bonu  s^  ) 

34.2 

32.5 

Refresher  training,  full  pay 
and  allowances  plus  a  $900 
bonu  s^  ) 

35.3 

36.9 

Unfortunately,  an  accurate  baseline  which  could  be  used  for 
comparative  purposes  is  not  available. 

In  the  1981  RCAS,  respondents  were  asked  about  their  propen¬ 
sity  under  a  hypothetical  $500  bonus  plan  and  a  plan 
involving  refresher  training  plus  a  $600  bonus. 


•  • 
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The  rank  order  of  the  percentages  attracted  by  the  hypo¬ 
thetical  incentives  for  both  PS  males  and  females  is: 

•  $900  bonus  plus  refresher  training, 

•  $900  bonus,  and 

•  Low-cost  group  life  insurance. 


•  • 


For  PS  men  only  :  1 ) 


The  $900  bonus  and  the  $900  bonus  plus  refresher 
training  each  influenced  propensi ty  to  a  significantly 
greater  degree  than  did  the  life  insurance  program,  and 

The  effect  of  the  $900  bonus  and  the  $900  bonus  plus 
refresher  training  were  roughly  equivalent. 


•  • 


For  PS  women  only.l) 


The  propensity  to  sign  up  in  the  IRR  for  three  more 
years  was  significantly  greater  for  the  $900  bonus  plus 
refresher  training  than  the  other  two  programs,  and 

The  $900  bonus  and  insurance  program  had  approximately 
the  same  effect  on  propensity. 


It  would  appear  that  women  find  the  refresher  training  particu¬ 
larly  appealing,  while  the  men  are  influenced  by  the  $900  bonus  in 
either  form. 


These  results  are  based  on  an  Analysis  of  Variance  and 
follow-up  t-tests.  For  ease  of  presentation,  however,  the 
data  in  Table  4-4B  are  expressed  as  the  percentage  of  respon¬ 
dents  with  positive  enlistment  propensity  under  each  incen¬ 
tive  program. 


Last  year's  survey  included  a  hypothetical  bonus  of  $500  and 
one  of  $600  plus  refresher  training.  It  is  therefore  tempting  to 
compare  the  1981  data  to  this  year's  data  and  to  attribute  differ 
ences  in  propensity  to  differences  in  the  level  of  incentives. 

The  data  from  1981  and  1982  are  not  readily  comparable,  however. 
Rising  unemployment  and  changing  economic  conditions  as  well  as 
other  underlying  variables  may  affect  receptivity  to  any  enlist¬ 
ment  incentive. 

4*2.2  Attitudes  Toward  Changes  in  Military  Service  Require- 
aents  Involving  Additional  Service  in  the  Individual  Ready 
Reserve.  PS  respondents  were  asked  additional  questions  with 
regard  to  the  IRR: 

t  How  likely  would  you  be  to  re-enlist  in  the 
Active  Military  or  to  serve  in  a  Selected 
Gua  rd/ Rese  rve  unit  if  you  were  also  required  to 
serve  two  additional  years  in  the  IRR?1> 

t  How  would  you  feel  if  the  current  six-year 

military  service  commitment  were  extended  to  an 
eight-year  commitment  in  which  two  additional 
years  of  service  would  be  served  in  the  IRR? 


Because  the  question  referred  to  re-enlisting  in  the  Active 
Military  or  the  Gua rd/ Rese rv e ,  responses  to  the  question  can 
be  used  as  a  measure  of  re-enlistment  propensity  either  in 
the  Active  Military  or  in  the  Guard/Reserve  or  both.  Through 
out  the  remainder  of  this  chapter,  responses  to  this  question 
will  be  used  as  an  estimate  of  Gua rd/ Re  serve  re-enlistment 
propensity  if  two  additional  years  are  required  in  the  IRR 
and  will  be  referred  to  as  such.  However,  because  of  the  way 
the  question  is  posed,  re-enlistment  propensity  measured  in 
this  way  is  likely  to  be  overestimated. 


The  distribution  of  responses  to  the  question  regarding 
re-enlistment  can  be  found  in  Table  4-5A.  As  indicated  in  this 
table,  17.4  percent  of  the  PS  men  and  19.3  percent  of  the  PS  women 
have  positive  propensity  to  re-enlist  under  such  a  program. 


TABLE  4-5A:  RE-ENLISTMENT  PROPENSITY  IN  THE 
ACTIVE  MILITARY  OR  GUARD/RESERVE 
IF  AM  ADDITIONAL  TWO  YEAR  IRR  COMMITMENT  HERE  REQUIRED 


PS  SAMPLE 


LIKELIHOOD  OF  RE-ENLISTING 

Men 

Women 

Definitely  or  probably  enlist 

17^4 

19j3 

Def i ni tel y  enlist 

1.6 

1.5 

Probably  enl i st 

15.8 

17.8 

Probably  not  enlist 

36.5 

39.9 

Def i ni tely  not  enlist 

46.1 

40.7 

Responses  to  the  proposed  extension  of  military  service  from 
six  to  eight  years  can  be  found  in  Table  4-5B.  Among  PS  men,  17.2 
percent  favored  the  extension,  and  among  PS  women,  17.5  percent 
favored  the  extension.  These  data  are  difficult  to  interpret,  how 
ever,  because  it  is  not  clear  whether  PS  individuals  thought  such 
an  extension  would  or  would  not  apply  to  them. 

TABLE  4-5B:  FAVORABILITY  TOWARD  AN  EXTENSION  OF  THE 
SIX-YEAR  MILITARY  COMMITMENT  TO  EIGHT  YEARS 


PS  SAMPLE 


FAVORABILITY 

Men 

Women 

Strongly  or  soaewhat  in  favor 

1^2 

17^ 

Strongly  in  favor 

3.6 

4.6 

Somewhat  in  favor 

13.6 

12.9 

Neither  in  favor  nor  opposed 

27.9 

33.7 

Somewhat  opposed 

20.4 

21.0 

Strongly  opposed 

34.5 

27.8 

4.2.3  Comparison  of  Propensity  to  Enlist  in  the  Guard/ 
Reserve  With  and  Without  Two  Additional  Years  in  the  IRR.  Propen¬ 
sity  to  enlist  in  the  military  (Guard/Reserve  or  Active  Military) 
when  an  additional  two  year  commitment  in  the  IRR  is  proposed!)  is 
significantly  lower  than  propensity  to  enlist  in  the  Guard/Reserve 
as  it  is  currently  structured.!)  (See  Table  4-6.) 


TABLE  4-6:  PERCENTAGE  WHO  HAVE  POSITIVE  PROPENSITY 
FOR  DIFFERENT  MILITARY  PROGRAMS 


( BASE  i 

Active 

Forces 

Guard/Reserve 

Without 

Two  Years 

In  the  IRR 

Mi  1 i tary 2  ) 

Two  Years 

In  the  IRR 

PS  Sample 

Me  n 

(1791  ) 

11.9 

24.1 

17.4 

W  ome  n 

(564) 

12.4 

29.5 

19.3 

!)  It  should  be  remembered  that  this  measure  of  re-enlistment  if 
two  additional  years  in  the  IRR  are  required  will  overestimate 
the  propensity  to  re-enlist  in  the  Active  Military  and  will 
also  overestimate  propensity  to  re-enlist  in  the  Guard/ 
Reserve.  Consequently,  the  measure  will  cause  an  under¬ 
estimation  of  the  drop  in  Gua rd/Rese rve  propensity  when  two 
additional  years  are  required  in  the  IRR  from  baseline  Guard/ 
Reserve  propensity. 

2)  Active  Forces  or  Gua rd/ Re se rv e . 
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These  data  suggest  that  the  requirement  that  enlistees  also 
serve  an  additional  two  years  in  the  IRR  may  result  in  a  substan¬ 
tial  decrease  in  new  enlistees. 

There  are  two  major  explanations  that  could  account  for  the 
decrease  in  propensity  when  two  additional  years  in  the  IRR  are 
requi red : 

1.  It  is  possible  that  many  individuals  do  not  fully  under¬ 
stand  the  requirements  of  being  in  the  IRR.  Being  a 
member  of  the  IRR  does  not  involve  a  time  commitment, 
except  in  national  emergencies.  Therefore,  it  is  diffi¬ 
cult  to  explain  why  propensity  declines  significantly 
when  two  additional  years  in  the  IRR  are  required  if,  in 
fact,  PS  individuals  are  fully  aware  of  the  IRR  require¬ 
ments.  This  issue  may  warrant  further  exploration  in 
future  R C AS  waves  because  relevant  data  to  either 
support  or  refute  this  explanation  are  not  available  in 
this  year's  RCAS. 

2.  Individuals  may  be  well  aware  of  the  commitment  required 
of  IRR  members  and  may  perceive  such  a  commitment  to  be 

a  personal  risk.  As  a  result,  fewer  individuals  might 
wish  to  enlist  in  the  Gua r d/ Re se rve  if  they  had  to  put 
themselves  at  risk  for  two  additional  years  than  would 
wish  to  enlist  in  the  Gua r d/ Re se rve  as  it  is  currently 
conceived.  Although  this  explanation  is  quite 
plausible,  the  data  do  not  support  the  fact  that  fear  of 
being  called  to  active  duty  is  more  prevalent  among 
individuals  who  have  negative  propensity  in  the  proposed 
Gua rd/ Re  serve  if  they  have  to  commit  themselves  to  two 
additional  years  in  the  IRR  than  among  those  who  have 
positive  propensity  under  this  scenario. 
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4.2.4  Characteristics  of  PS  Respondents  With  Positive  Propen¬ 


sity  for  the  Guard/Reserve  With  and  Without  Two  Additional  Years 


in  the  IRR.  A  projected  decrease  in  the  number  of  new  enlistees 
associated  with  the  proposed  Guard/Reserve  requirement  of  serving 
two  additional  years  in  the  IRR  would  not  pose  a  problem  under 
either  of  the  following  two  cases: 

1.  If  the  number  of  individuals  who  would  enlist  in  the 
Guard/Reserve  under  these  circumstances  remains 
sufficient  to  meet  military  quotas,  or 

2,  If  quotas  were  still  met  and,  in  addition,  the  quality 
( i  . e . ,  attitudes  and  educational  attainment)  of 
accessions  attracted  by  this  new  program  is  substan¬ 
tially  higher  than  that  of  individuals  attracted  to  the 
Guard/Reserve  without  two  extra  years  of  service  in  the 
IRR. 


The  data  collected  in  this  year's  survey  shed  some  light  on  the 
second  of  these  issues. 


PS  individuals  with  positive  propensity  for  the  Gua rd/Reserve 
plus  two  additional  years  in  the  IRR  ( Gua rd/Reserve  plus  IRR)  were 
compared  to  PS  individuals  with  positive  propensity  only  for  the 
Gua r d/ Rese rve  ( Gua r d/ Re se rve  only).  Results  of  this  comparison 
can  be  found  in  Tables  4-7  and  4-8.)) 


Many  of  the  items  on  which  the  groups  were  compared  were 
derived  by  combining  groups  of  related  variables.  The 
variables  which  were  grouped  together  to  create  these  items 
can  be  found  in  Appendix  C. 


TABLE  4-7:  DEMOGRAPHIC  AMD  SELECTED  ATT I TUP INAL  PROFILES  OF 
PS  RESPONDENTS  WITH  POSITIVE  PROPENSITY  FOR  THE  ‘GUARD/RESERVE  PLUS  IRR' 
VERSUS  THOSE  WITH  POSITIVE  PROPENSITY  FOR  THE  "GUARD/RESERVE  ONLY" 


Averaqe: 

A9e 

23.63 

Number  of  obi igations^ ) 

6.35 

Projected  income3) 

2.90 

Education4) 

3.60 

Overall  satisfaction  with  the 
service5) 

4.23* 

Satisfaction  meeting  financial 
needs  since  left  service5) 

3.26 

Degree  to  which  used  skills 
in  service6' 

4.32* 

Proportion: 

High  school  diploma 

.85 

Empl  oyed 

.75 

Whi  te 

.80 

Marri ed 

.33 

23.93 

25.36 

25.13 

6.06 

6.03 

5.58 

3.40* 

2.51 

2.81 

3.96* 

4.43 

4.75 

3.80 

4.46* 

4.00 

3.47* 

3.07 

3.15 

4.00 

3.18 

3.39 

.86 

.94 

.92 

.72 

.67 

.58 

.75 

.71 

.78 

.33 

.41 

.35 

*  Indicates  a  significant  difference  between  those  who  have  positive  propensity  for 

both  the  IRR  and  the  Guard/Reserve  and  those  who  have  positive  propensity  for  the  IRR 

only. 

1  =  Only  those  individuals  were  included  in  the  analysis  who  had  a  legitimate 
response  to  each  item. 

2)  This  scale  is  defined  in  Appendix  C. 

3)  I  =  less  than  $7,000  if  employed  in  coming  year,  8  =  $50,000  or  more  if  employed  in 

comi ng  year. 

4)  1  =  high  school  dropout,  9  =  post  graduate  work. 

5)  i  =  very  dissatisfied,  5  =  very  satisfied. 

6)  1  =  never,  5  =  al 1  or  most  of  the  time. 


TABLE  4-8:  SELECTED  ATTITUDES  OF  PS  RESPONDENTS  WITH 
POSITIVE  PROPENSITY  FOR  THE  "6UARD/RE SERVE  PLUS  IRR*  VERSUS 
THOSE  WITH  POSITIVE  PROPENSITY  FOR  THE  "GUARD/RESERVE  ONLY* 


MALES  FEMALES 


POSITIVE 

PROPENSITY  FOR: 

POSITIVE 

PROPENSITY  FOR: 

Guard/Reserve  Guard/Reserve 

Guard/Reserve  Guard/Reserve 

VARIABLE 

Plus  IRR 

Only 

Plus  IRR 

Only 

BASE  (N)D 

(173) 

(229) 

(62) 

(83) 

Averaqe : 

Disposition  toward:  ** 

The  mi  1 i tary2 )  * 

4.25* 

4,09 

4.26* 

3.96 

Religious  and  community 
activities3^  * 

2.74 

2.76 

2.97 

3.00 

Hunting  and  fishing3)  * 

3.17 

3.16 

2.28 

2.41 

Reading3)  * 

2.62 

2.64 

2.69 

2.64 

Social  activities  with 
friends3)  * 

3.60 

3.62 

3.7b 

3.67 

Soci  al  acti  vi  ti  es  wi  th 
groups2)  * 

3.79 

3.66 

3.82 

3.77 

Changing  some  aspect  of 
job2)  * 

4.15 

4.08 

4.17 

3.79 

Actively  seeking  informa¬ 
tion  about  mil  i  tary 
re-enlistment2)  * 

3.52* 

3.15 

3.79* 

3.05 

Perceptions  of:  ** 

Being  called  into  a  conflict 
in  the  Guard/Reserve4)  * 

3.84* 

3.35 

3.14 

3.23 

Positive  attributes  of  the 
Guard/Reserve3)  * 

4.14* 

3.73 

4.01 

3.87 

Respect  and  pride  of  Guard/ 
Reserve  members3)  * 

4.12* 

3.95 

4.04 

4.00 

Negative  attributes  of  the 
Guard/Reserve3)  * 

2.61 

2.80* 

2.31 

2.80* 

Whether  Guard/Reserve  member¬ 
ship  will  help  with  a  job3) 

2.18* 

1.84 

1.98 

1.89 

How  well  equipped  and  trained 
the  mi  1  i  tary  is2)  * 

1 

3.75* 

3.15 

3.35 

3.15 

*  Indicates  a  significant  difference 

between  those  who 

have  positive 

propensity  for 

both  the  IRR  and  the  Guard/Reserve  and  those  who  have  positive  propensity  for  the  IRR 
only. 

**  These  items  are  defined  in  Appendix  C. 

1)  1  =  Only  tho«  individuals  were  included  in  the  analysis  who  had  a  legitimate 

response  to  each  item. 

2)  1  =  a  negative  disposition,  5  =  a  positive  disposition. 

3)  1  =  a  negative  disposition,  4  =  a  positive  disposition. 

1  =  very  unlikely,  5  =  very  likely. 

3 )  1  =  the  attribute  exists  hardly  at  all,  5  =  the  attribute  exists  very  much. 

I  =  it  will  not  help  one's  job,  3  =  it  will  help  one's  job. 
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For  both  PS  men  and  women,  those  with  positive  propensity  for 
the  "Guard/Reserve  plus  IRR"  compared  to  those  with  positive 
propensity  for  the  "Guard/Reserve  only"  are  significantly:* 

•  More  pro-military  in  general, 

•  More  likely  to  say  they  may  talk  to  friends  or 
recruiters  about  the  military, 

•  More  likely  to  say  they  may  actually  seek  information 
about  the  military,  and 

•  Less  likely  to  attribute  negative  attributes  to  the 
Guard/Reserve . 

For  PS  men  only,  those  with  positive  propensity  for  the 
"Guard/Reserve  plus  IRR"  are  significantly: 

•  Less  educated,1^ 

•  Less  likely  to  project  their  next  year's  income,  if 

employed,  to  be  high, 

•  More  likely  to  say  that  Gua rd/ Re se rve  membership  will 
help  with  a  civilian  job, 

•  More  likely  to  say  they  were  satisfied  with  their 
experience  in  the  service,  and 

•  More  likely  to  say  their  military  assignment  used  the 
skills  in  which  they  had  been  trained. 


*  The  items  below  are  defined  in  Appendix  C. 

!)  While  the  overall  level  of  education  differed  significantly 
for  the  two  groups,  PS  men  and  women  in  these  two  groups  did 
not  differ  significantly  with  regard  to  having  a  high  school 
di  pi  oma  or  not . 


4.3  SuMarjr  and  Implications 


The  following  conclusions  can  be  drawn  with  regard  to  the  NPS 
sample  and  their  enlistment  propensity  in  the  proposed  IRR  program 

1.  Even  without  a  bonus,  propensity  to  enlist  in  the  IRR 
appears  quite  high,  30.9  percent  for  men  and  20.3 
percent  for  women.  A  hypothetical  $1  ,000  enlistment 
bonus  significantly  increases  the  percentage  of  respon¬ 
dents  with  positive  propensity  to  join  the  new  proposed 
IRR  program.  However,  it  should  be  remembered  that  a 
bonus  would  have  to  be  paid  to  everyone;  not  simply  to 
those  who  have  positive  propensity  only  when  presented 
with  a  bonu  s. 

2.  Compared  to  individuals  who  have  positive  propensity  to 
join  both  the  proposed  IRR  program  and  the  Guard/ 
Reserve,  individuals  with  positive  propensity  for  the 
IRR  program  only  are  more  settled.  They  tend  to  be 
older,  married,  and,  among  men,  have  more  family  and 
work  obligations.  This  group  may  have  less  time  for  a 
commitment  such  as  Guar d/ Rese rve  enlistment. 

Such  individuals  may  find  it  more  convenient,  however, 
to  arrange  to  be  away  from  their  family  and  work  for  a 
long,  continuous  block  of  time  than  to  arrange  to  be 
away  once  a  month  for  six  years.  Afterall,  it  is  harder 
to  predict  what  types  of  commitments  one  will  have  and 
what  types  of  arrangements  would  have  to  be  made  if  one 
were  still  devoting  time  to  a  military  commitment  five 
or  six  years  from  now  than  it  is  to  have  one's  appoint¬ 
ments  and  responsibilities  taken  care  of  for  a  block  of 
time  in  the  near  future.  Similarly,  individuals  who  are 
more  settled  and  have  more  commitments  may  find  it 


easier  to  schedule  the  one-time  12  week  training  session 
associated  with  the  proposed  I R R  program  as  opposed  to 
being  able  to  find  time  each  month  over  a  six-year 
period  to  attend  Guard/Reserve  drills. 

3.  It  appears  that  the  market  of  individuals  who  are  inter¬ 
ested  only  in  the  IRR  is  distinct  in  many  ways  from  the 
market  of  potential  Guard/Reserve  enlistees.  Compared 
to  NPS  individuals  who  have  positive  propensity  for  the 
Guard/Reserve  as  well  as  the  IRR  program,  those  who  have 
positive  propensity  for  the  IRR  only  are  also  more 
likely  to  be  white  and  to  be  more  highly  educated. 
Overall,  this  group  of  individuals  seems  to  represent  a 
market  that  has  not  been  recruited  heavily  in  the  past. 
If  implemented,  the  proposed  IRR  program  may  attract  a 
high  quality  of  NPS  individuals  to  the  military. 

Conclusions  relevant  to  the  PS  sample  are  highlighted  below: 

1.  The  bonus  program  associated  with  the  highest  percentage 
of  both  PS  men  and  women  with  positive  propensity  to 
enlist  in  the  IRR  is  the  cash  incentive  plus  refresher 
training  accompanied  by  full  pay  and  allowances. 

2.  Requiring  Gua rd/ Rese rv e  enlistees  to  serve  an  additional 
two  years  in  the  IRR  may  lead  to  a  significant  decrease 
in  propensity.  This  decrease  would  not  be  harmful  if 
the  number  of  qualified  enlistees  under  the  new  program 
would  be  sufficient  to  meet  Guard/Reserve  quotas. 


Because  there  is  a  20  to  30  percent  decrease  in  propen¬ 
sity  to  enlist  in  the  Guard/Reserve  when  two  additional 
years  in  the  IRR  are  required,  it  is  possible  that  PS 
individuals  do  not  understand  that  the  IRR  requires  no 
time  commitment  except  in  national  emergencies.  Further 
investigation  of  PS  individuals'  perceptions  of  IRR 
requirements  and  risks  may  be  useful  in  determining  why 
an  additional  two  years  in  the  IRR  is  associated  with  a 
substantial  drop  in  propensity. 

Attitudinal  and  demographic-  characteri sties  of  PS  indivi 
duals  with  positive  propensity  for  the  Guard/Reserve 
only  are  not  the  same  as  those  of  PS  individuals  who 
have  positive  propensity  to  re-enlist  in  the  Guard/ 
Reserve  if  required  to  serve  two  additional  years  in  the 
IRR.  The  former  tend  to  be  more  highly  educated  and 
expect  to  be  more  successful  financially.  On  the  other 
hand,  the  latter  are  more  pro-military  in  general  and 
are  less  likely  to  attribute  negative  characteri sties  to 
the  Guard/Reserve.  Given  these  findings  and  the  finding 
that  a  high  percentage  of  qualified  NPS  individuals  have 
positive  propensity  for  the  IRR,  increasing  IRR  member¬ 
ship  by  requiring  those  who  enlist  in  the  Active  or 
Reserve  Forces  to  serve  two  additional  years  in  the  IRR 
may  not  be  advisable. 
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5.0  PERCEIVED  SUPPORT  FROM  AND  FOR  SPOUSES  AMD  SIGNIFICANT  OTHER 
INDIVIDUALS  JOINING  THE  GUARD/RESERVE 


When  making  an  important  life  decision,  individuals  often 
seek  the  opinion  or  advice  of  others  they  respect  or  care  for. 
Even  when  such  people  are  not  consulted  directly,  their  reaction 
is  anticipated  and  individuals  consider  this  anticipated  reaction 
in  their  decision-making  process. 


When  an  individual  is  young,  parents  are  often  the  ones  whose 
opinions  are  sought  or  whose  anticipated  reactions  are  considered. 
For  young  adults,  however,  the  opinions  of  other  significant 
individuals  such  as  husbands,  wives,  boyfriends,  girlfriends  or 
fiance(e)s  become  of  great  importance.  With  this  in  mind, 
respondents  were  asked  the  following  two  questions: 


"I'd  like  to  ask  specifically  about  the  reac¬ 
tions  of  your  spouse,  fiance(e),  or  a  steady 
friend.  Do  you  think  that,  if  you  were  to 
enlist  in  the  National  Guard  or  the  Reserve, 
he/ she  woul d  be  ..." 

"And  how  about  your  own  reaction  if  he/she  would 
enlist.  Would  you  be  ...?" 


Although  these  questions  were  designed  to  deal  with  reactions 
of  and  to  a  spouse,  fiance(e)  or  a  steady  friend,  for  brevity's 
sake  the  term  "spouse/friend"  will  be  used  in  the  remainder  of 
this  chapter  to  refer  to  this  group  of  individuals. 


Friend*  Joining  the  Guard/Reserve .  The  percentage  of  NPS  indivi¬ 
duals  giving  each  of  the  specific  responses  to  the  aforementioned 
questions  can  be  found  in  Tables  5-1  and  5-2. 

The  data  in  Table  5-1  show  that  approximately  13  percent  of 
the  NPS  men  and  11  percent  of  the  NPS  women  anticipate  their 
" s pou se/ f r i end"  would  be  very  or  somewhat  pleased  if  they  were  to 
join  the  Gua rd/ Reserve .  (These  percentages  do  not  differ  signifi 
can  tl  y . ) 


TABLE  5-1;  ANTICIPATED  REACTION  OF  'SPOUSE/FRIENP* 
IF  RESPONDENT  JOINED  THE  GUARD/RESERVE :  NPS 


SAMPLE 


RESPONSE 

Males 

Femal es 

BASE  (N) 

(1092) 

(1089) 

Very  or  soaewhat  pleased 

10^7 

Very  pleased 

2.7 

2.7 

Somewhat  pleased 

10.2 

8.0 

Neither  pleased  nor  displeased 
Somewhat  displeased 
Very  displeased 


19.1 

27.7 

40.3 


16.3 

25.0 

48.1 
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Table  5-2  shows  that  approximately  19  percent  of  the  NPS  men 
and  22  percent  of  the  NPS  women  report  they  would  be  very  or 
somewhat  pleased  themselves  if  their  "spouse/friend"  were  to  join 
the  Guard/Reserve, 


5-2:  RESPONDENT'S  REACTION  IF  "SPOUSE/FRIEND"  JOINED 
THE  GUARD/RESERVE:  NPS 

SAMPLE 


RESPONSE 

Males 

Femal es 

BASE  (N) 

(1110) 

(1100) 

Very  or  somewhat  pleased 

1^6 

22.3 

Very  pleased 

5.0 

7.6 

Somewhat  pleased 

13.6 

14.7 

Neither  pleased  nor  displeased 

22.5 

24.2 

Somewhat  displeased 

21.4 

22.2 

Very  displeased 

37.5 

31.3 

The  percentage  of  NPS  females  who  state  that  they  will  be 
very  or  somewhat  pleased  if  their  "spouse/friend"  joined  the 
Guard/Reserve  (22.3  percent)  is  significantly  larger  than  the 
percentage  of  NPS  men  who  state  that  they  anticipate  their 
"spouse/friend"  would  be  very  or  somewhat  pleased  if  they 
themselves  were  to  join  the  Guard/Reserve  (12.9  percent).  A 
similar  difference  is  evident  when  the  percentage  of  NPS  men  who 
say  they  will  be  very  or  somewhat  pleased  if  their  "spouse/ 
friend"  joined  the  Gua rd/Reserve  (18.6  percent)  is  compared  to  the 
percentage  of  NPS  women  who  report  that  they  anticipate  their 
“spouse/friend"  will  be  very  or  somewhat  pleased  if  they  were  to 
join  the  Guard/Reserve  (10.7  percent).  These  differences  persist 
even  when  military  background,  attitude  toward  the  military, U 
income,  marital  status,  and  belief  that  Guardsmen/  Reservists  will 
be  called  to  serve  in  a  conflict  are  controlled. 


•  » 


•  • 


•  • 


A  military  attitude  scale  is  defined  in  Appendix  C. 


_•  • 


5-4 


Approximately  18  percent  of  the  NPS  men  said  they  would  be 
more  supportive  of  a  "spouse/friend"  who  enlisted  in  the  Guard/ 
Reserve  than  that  person  would  be  of  them.  Nearly  70  percent  of 
the  NPS  men  reported  they  and  their  "spouse/friend"  would  be 
equally  supportive  of  the  other  for  joining  the  Guard/Reserve. 
(See  Table  5-3.)  Regarding  NPS  women,  approximately  26  percent 
said  they  would  be  more  supportive  of  a  "spouse/friend"  than  that 
person  would  be  of  them.  NPS  women  reported  support  would  be 
mutual  in  65  percent  of  the  cases. 


TABLE  5-3:  PERCENTAGE  OF  INDIVIDUALS  WITH  SPECIFIC  COMBINATIONS 
OF  SUPPORT  FOR  AND  FROM  A  "SPOUSE/FRIEND" 

FOR  JOINING  THE  GUARD/RESERVE1) 


RELATIVE  SUPPORT  FROM 


NPS  SAMPLE1^ 


AND  FOR  A  “SPOUSE/FRIEND" 

Males 

Femal es 

BASE  (N) 

(1129) 

(1117) 

Greater  support  for  "spouse/ 
friend"  than  from  "spouse/ 
friend" 

17.9 

26.4* 

Eaual  support  for  and  from 
^spouse/friend" 

69.5* 

65.3 

Less  support  for  "spouse/ 
friend"  than  from  "spouse/ 
f r i end" 

8.4* 

5.3 

*  Indicates  that  the  percentage  for  men  and  women  differ  signi¬ 
ficantly  (p  <  .05). 

1)  Percentages  do  not  necessarily  add  to  100  percent  because  not 
all  respondents  answered  these  items. 


, 

*  '  ■  » 


•  • 


•  • 


•  • 


> 
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5.1.2  The  Relationship  of  Enllsfent  Propensity  and  Antici¬ 
pated  Reaction  of  a  "Spouse/Frl end* .  There  is  indeed  a  relation¬ 
ship  between  propensity  and  the  expected  reaction  of  a  "spouse/ 
friend"  if  one  joined  the  Gua rd/Reserve . 

•  Among  NPS  men  who  expect  their  “ s pou se/ fr i end"  to  be 
pleased  if  they  joined  the  Gua rd/ Reserve ,  51.4  percent 
have  positive  propensity.  Among  those  who  anticipate 
that  their  " spou se ' s/ fr i end ' s"  reaction  will  be 
negative,  only  15.2  percent  have  positive  propensity. 
The  difference  between  these  percentages  is  statis¬ 
tically  significant. 

•  Among  NPS  women  who  expect  a  positive  reaction  from 
their  " s pou se/ f r i e nd  , "  34.5  percent  have  positive 
propensity.  The  relevant  percentage  for  those  who 
anticipate  a  negative  reaction  from  their  "spouse/ 
friend"  is  7.2  percent.  The  difference  between  these 
percentages  is  also  statistically  significant. 


i 


5.1.3  The  Effect  of  the  Anticipated  Reaction  of  One's 
"Spouse/Frf end"  to  Guard/Reserve  Participation  on  the  Degree  of 
Influence  of  Enlistment  Incentives.  The  anticipated  reaction  of 
one's  "spouse/friend"  to  Guard/Reserve  enlistment  may  also 
influence  the  degree  to  which  a  respondent's  propensity  is 
affected  by  monetary  enlistment  incentives.  The  data  set  forth  in 
Table  5-4  indicate  in  general  that,  when  cash  enlistment  bonuses 
are  considered,  NPS  respondents  who  expect  their  "spouse/friend" 
to  react  positively  toward  Guard/Reserve  enlistment  show  a 
significantly  greater  increase  in  propensity  than  do  the  NPS 
respondents  who  anticipate  negative  reactions  from  their  "spouse/ 
friend."  The  table  also  indicates  that,  in  general,  the 
anticipated  reaction  of  a  "spouse/friend"  does  not  significantly 
affect  the  influence  of  tuition  assistance  on  the  propensity  of 
NPS  respondents.  The  only  significant  difference  in  the  increase 
in  propensity  for  NPS  men  occurs  when  the  level  of  tuition 
assistance  is  $2,000  (the  maximum  amount  tested).  Differences  in 
increases  in  propensity  were  not  significant  for  NPS  females  at 
any  level  of  tuition  assistance. 


HBLE  5-4:  THE  EFFECT  OF  THE  ANTICIPATED  REACTION  OF 
OWE*  S  "SPOUSE/FRIEND"  TO  GUARD/RESERVE  ENLISTMENT 
ON  THE  CHANGE  IN  PERCENTAGE  WITH  POSITIVE  PROPENSITY*.  2) 
ASSOCIATED  WITH  INCENTIVES 


MALES  FEMALES 


PROPOSED 

Anticipated  Reaction 
of  "Spouse/Fri end" 

Anticipated  Reaction 
of  "Spouse/Friend" 

INCENTIVE 

Positive 

Negative 

Positive 

Neqa  ti ve 

BASE  (N) 

(140) 

(  743  ) 

(116) 

(796  ) 

Baseline  Propensity 

5L4 

^2 

3^5 

7^2 

E  nl i stment  Bonuses 

$2,000 

+  2.6 

+  1.1 

+24.3* 

+  15.9 

$3,000 

+13.6* 

+  7.4 

+31.6* 

+  24.3 

54 ,000 

+  16.2* 

+  14.1 

+34.2* 

+  28.7 

Tuition  assistance 
annually  for  up  to 
f'our  years 

$1,000 

-0.3 

-4.8 

+  6.4 

+  4.7 

$1,500 

+  3.7 

-0.2 

+  11.9 

+  8.7 

$2,000 

+1 3.6* 

+  7.1 

+  17.1 

+  12.6 

*  Indicates  the 

di  fference 

between  the 

pos i ti ve  and 

nega  ti ve 

group  is  significant  (p  < 

.05).  Significance  is 

based  on  the 

differences  in  the  mean  increase  in  propensity  (not  shown). 
The  percentages  with  positive  propensity  are  indicated  for 
ease  of  presentation. 


The  data  in  this  table  represent  changes  in  propensity.  In 
other  words,  without  an  incentive,  the  percentage  of  NPS  men 
who  anticipate  a  positive  reaction  from  their  " s pou se/ f r i end" 
with  positive  propensity  is  51.4  percent.  When  offered  a 
$3,000  bonus,  the  percentage  increases  13.6  percent  to  65.0 
percent . 

The  underlying  causal  model  involved  in  this  analysis  and  the 
analysis  summarized  in  Table  5-12  is  somewhat  complex.  There 
fore,  the  details  will  be  discussed  in  a  separate  technical 
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5.2  PS  Saaple 

5.2.1  Anticipated  Reaction  of  and  Reaction  to  a  "Spouse/ 
Friend"  Joining  the  Guard/Reserve.  Tables  5-5  and  5-6  show  the 
distribution  of  responses  of  the  prior  service  samples  to  the 
questions  dealing  with  the  anticipated  reaction  of  a  "spouse/ 
friend"  if  the  individual  joined  the  Guard/Reserve,  and  the 
respondent's  own  feelings  if  their  " s pou se/ f r iend"  joined  the 
Guard/Reserve.  The  data  in  Table  5-5  show  that  approximately  20 
percent  of  the  PS  male  and  PS  female  samples  report  they 
anticipate  a  "spouse/friend"  would  be  very  or  somewhat  pleased  if 
they  were  to  join  the  Guard/Reserve.  There  is  no  significant 
difference  between  the  percentage  of  PS  men  and  PS  women  who  give 
these  responses. 

As  can  be  seen  in  Table  5-6,  approximately  17  percent  of  the 
PS  men  and  39  percent  of  the  PS  women  say  they  would  be  pleased  if 
their  "spouse/friend"  joined  the  Guard/Reserve.  These  percentages 
are  significantly  different. 

TABLE  5-5:  DISTRIBUTION  OF  ANTICIPATED  REACTIONS  OF  A 

"SPOUSE/FRIEND"  IF  RESPONDENT  JOINED  THE  6UARD/RESERVE 


PS  SAMPLE 


RESPONSE 


Mai  es 


F  emal es 


TABLE  5-6:  RESPONDENT'S  REACTION  IF  "SPOUSE/FRIEND*  JOINED 

THE  GUARD/RESERVE 


RESPONSE 
BASE  (N) 

Very  or  soaewhat  pleased 

Very  pleased 
Somewhat  pleased 

Neither  pleased  nor  displeased 
Somewhat  displeased 
Very  displeased 


PS  SAMPLE 


Males 

Females 

(  1758  ) 

(550) 

^9 

3JU9 

3.7 

14.7 

13.2 

24.2 

24.3 

31.8 

17.2 

13.9 

41.6 

15.4 

As  in  the  case  of  the  NPS  samples,  there  are  striking  differ¬ 
ences  in  the  percentage  of  PS  men  and  PS  women  who  anticipate  a 
positive  reaction  from  their  " spou se/ f r i end "  and  the  percentage  of 
PS  women  and  PS  men  who  say  they  would  be  very  or  somewhat  suppor¬ 
tive  of  a  " s pou se/ f r i end"  who  joined  the  Guard/Reserve.  For 
example,  only  18.7  percent  of  the  PS  men  anticipate  their  "spouse/ 
friend"  will  be  very  or  somewhat  pleased  if  their  " spou se/ fr i end " 
joined  the  Guard/Reserve,  and  38.9  percent  of  the  PS  women  report 
they  would  be  very  or  somewhat  pleased  if  their  " spou se/ fr i end" 
joined  the  Guard/Reserve. 


5-10 


In  addition,  a  significantly  higher  percentage  of  PS  women 
anticipate  that  their  " spouse/ fri end"  will  be  pleased  if  they  joined 
the  Gua rd/ Rese rve  (21.7  percent)  than  the  percentage  of  PS  men  who 
report  they  would  be  pleased  if  their  " s pou se/ f r i end"  were  to  join 
the  Guard/Reserve  (16.9  percent).  These  differences  persist  even 
when  military  background,  income  and  belief  that  Guardsmen/Reserv- 
i sts  will  be  called  to  active  duty  are  controlled.  Controlling 
for  marital  status  reduces  these  differences,  but  only  somewhat.!) 


Among  PS  men  and  PS  women,  approximately  15  percent  and  30 
percent,  res pect i vel y ,  expected  tney  would  be  more  supportive  of  a 
" s pou se/ f r i e nd"  who  enlisted  in  the  Guard/Reserve  than  that  person 
would  be  of  them.  The  percentage  who  reported  that  support  would 
be  mutual  was  62  percent  for  PS  men  and  60  percent  for  PS  women. 


TABLE  5-7:  PERCENTAGE  OF  INDIVIDUALS  WITH  SPECIFIC 
COMBINATIONS  OF  SUPPORT  FOR  AND  FROM  A  ‘ SPOUSE /FRI END" 
FOR  JOINING  THE  GUARO/RESERVE^ ) 


RELATIVE  SUPPORT  FROM 

AND  FOR  A  "SPOUSE/FRIEND" 

Males 

PS  SAMPLE^) 

Femal es 

BASE  (N) 

(1791) 

(564  ) 

Greater  support  for  " spou se/ f r i end" 
than  from  " s pou se/ f r i end" 

14.7 

30.2* 

Equal  support  for  and  from 
" s  pou  se/ friend" 

62.3 

60.1 

Less  support  for  " s pou se/ f r i end" 
than  from  " spou se/ fr i end" 

19.7* 

5.6 

*  Indicates  the  percentages  for  men  and  women  are  significantly 
di  f ferent . 

!)  The  reader  should  be  reminded  that  these  comparisons  are  being 
made  on  an  aggregate  level:  PS  men  compared  to  PS  women.  The 
data  are  not  derived  by  comparing  the  responses  of  actual 
husband/wife,  boy fri end/gi rl fri end  pairs,  both  of  which  have 
had  prior  military  service. 

2)  Percentages  will  not  add  to  100  percent  because  not  all  respon¬ 
dents  had  answers  to  each  relevant  item. 
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5.2.2  The  Relationship  of  Enlistaent  Propensity  to  the 
Anticipated  Reaction  of  a  "Spouse/Friend".  As  in  the  case  of  the 
NPS  samples,  the  PS  samples  show  a  significant  relationship 
between  the  anticipated  reaction  of  their  " s pou se/ f r i end "  to  the 
respondent  joining  the  Guard/Reserve  and  enlistment  propensity: 

•  PS  men  who  expect  their  " spou se ' s/ f r i end  1 s"  reaction  to 
be  positive  to  their  joining  the  Guard/Reserve  have 
significantly  higher  propensity  than  PS  men  who  antici¬ 
pate  a  negative  reaction  (48.7  percent  and  15.1  percent, 
respectively) . 

•  The  comparable  percentages  for  PS  women  are  53.3  percent 
and  18.8  percent,  respectively.  These  percentages  are 
also  significantly  different. 

5.2.3  The  Effect  of  the  Anticipated  Reaction  of  One's 
"Spouse/Friend*  to  Guard/Reserve  Participation  on  the  Influence  of 
Enlisfent  Incentives.  As  indicated  in  Table  5-8,  the  pattern  of 
responses  for  PS  respondents  associated  with  the  effect  of  per¬ 
ceived  support  from  a  " s pou se/ f r i end"  on  the  influence  of  bonuses 
differs  from  that  of  NPS  respondents  (see  Table  5-4): 

•  PS  men  with  a  positive  perception  of  the  reaction  of 
their  " s pou se/ f r i end"  are  affected  significantly  more  by 
five  of  the  six  hypothetical  cash  incentives  or  tuition 
assistance  plans  than  PS  men  with  a  negative  perception 
of  their  " spou se 1 s/ fr i end ‘ s"  reaction. 

t  PS  women  who  anticipate  a  positive  reaction  from  their 
" s pou se/ f ri end"  do  not  differ  from  those  who  expect  a 
negative  reaction  in  response  to  any  of  the  hypothetical 
incentives.  They  are  the  only  sample  for  which  the  two 
groups  of  respondents  are  not  affected  differently  by 
incentives. 
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TABLE  5-8:  THE 

EFFECT  OF  THE  ANTICIPATED 

l  REACTION  OF 

ONE* S  "SPOUSE/FRIEND"  TO 

GUARD/RESERVE 

ENLISTMENT 

ON  THE  CHANGE  IN 

PERCENTAGE 

WITH  POSITIVE 

propensity!) 

ASSOCIATED  WITH  INCENTIVES 

MALES 

FEMALES 

Anti ci pated 

Reaction 

Anti ci pated 

Reaction 

PROPOSED 

of  “Spouse/Friend" 

of  "Spouse/Friend" 

INCENTIVE 

Posi ti ve 

Negative 

Positive 

Negative 

BASE  (N) 

(  326) 

(910) 

(119) 

(271) 

Baseline  Propensity 

48^ 

£3JL 

18J9 

Enlistment  bonus 

$2,000 

+  7.8* 

+  2.2 

+  5.0 

+  4.1 

$3,000 

+18.0* 

+  9.4 

+  15.2 

+  12.6 

$4,000 

+26.2* 

+  17.3 

+  19.4 

+  19.5 

Tuition  assistance 

annual ly  for  up  to 

four  years 

51,000 

+  0.6 

-1.3 

-3.4 

+  2.6 

51,500 

+  9.1* 

+  3.2 

+  9.4 

+  8.7 

52  ,000 

+16.8* 

+  11.7 

+  18.8 

+  14.4 

Only  five  of  the  comparisons  in  Table  5-8  yield  statistically 
significant  differences.  It  is  s i gn i f i c an t , 2 )  however,  that  in  10 
of  the  12  comparisons,  the  groups  that  anticipate  a  positive 
reaction  from  their  " spou se/ fr i end"  are  influenced  more  by  incen¬ 
tives  than  the  groups  that  anticipate  a  negative  reaction  from 
their  " spou se/ fr i end . " 


*  Indicates  the  difference  between  the  positive  and  negative 
groups  is  significant  (p  <  .05).  Significance  is  based  on 
l  the  differences  between  the  average  increases  in  propensity. 

1)  The  data  in  this  table  represent  absolute  increases  in  propen- 
sity.  In  other  words,  without  an  incentive,  the  percentage 
of  NPS  men  who  anticipate  a  positive  reaction  from  their 
" spouse/ fri end"  with  positive  propensity  is  48.7  percent. 

When  offered  a  52,000  bonus,  the  percentage  increases  7.8 
>  percent  to  56.5  percent. 

Significance  was  tested  by  a  binomial  test. 
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5.3  Sumry  and  Iaplicatlons 


The  data  presented  in  Chapter  5  indicate  that: 

•  There  is  a  difference  between  the  percentage  of  men  or 
women  who  anticipate  their  "spouse/fri end"  will  be 
pleased  if  they  we-e  to  join  the  Guard/Reserve  and  the 
percentage  of  men  or  women  who  say  they  will  be  pleased 
if  their  " spou se/ f r i end"  joined  the  Gua rd/ Reserve . 

•  In  all  the  samples,  the  anticipated  reaction  of  one's 
"  spou  se./  fr  i  end"  to  one  joining  the  Gua  rd/ Rese  rve  is 
related  significantly  to  enlistment  propensity.  In 
addition,  this  anticipated  reaction  is  generally  related 
to  the  degree  to  which  enlistment  propensity  is  affected 
by  incentive  programs. 

These  findings  lead  to  the  following  suggestions: 

•  A  more  complete  analysis  of  the  anticipated  and  actual 
reaction  to  Guard/Reserve  enlistment  of  husbands,  wives, 
and  other  significant  individuals  would  be  helpful. 
Preliminary  findings  suggest  that  most  individuals  may 
underestimate  the  support  they  would  get  from  their 

" s pou se/ fr i end"  if  they  were  to  enlist  in  the  Guard/ 
Reserve.  Because  the  anticipated  reaction  of  a  "spouse/ 
friend"  is  related  significantly  to  propensity,  it  is 
important  to  determine  whether  or  not  further  analyses 
confirm  this  preliminary  finding  and  clarify  the  causal 
factors  involved. 


If  individuals  do  underestimate  the  support  of  their 
" spou se/ f r i end , "  advertising  and  promotional  programs  to 
increase  individual's  awareness  of  the  positive  reaction 
they  may  get  from  their  " spou se/ fr i end"  may  be  called 
for.  If  people  who  underestimate  the  support  that  they 
would  get  from  their  " spou se/ fr i end"  no  longer  do  so, 
propensity  may  increase  and  the  effectiveness  of  incen¬ 
tives  in  increasing  propensity  may  also  increase. 


6.0  REASONS  FOR  WANTING  TO  ENLIST  AND  REASONS  FOR 
NOT  WANTIN6  TO  ENLIST  IN  THE  GUARD/RESERVE 


In  this  and  in  previous  surveys,  demographic  and  experiential 
characteristics  that  differentiate  positive  from  negative  propen - 
sity  individuals  have  been  identified  and  described.  In  order  to 
more  effectively  design  strategies  for  enhancing  propensity  and 
for  increasing  the  number  and  quality  of  accessions  among  positive 
propensity  individuals,  it  is  also  useful  to  identify  respondents' 
specific  reasons  for  wanting  or  i nt  wanting  to  enlist.  Conse¬ 
quently,  efforts  were  made  this  year  to  explore  some  of  these 
reasons,  and  to  determine  whether  or  not  different  segments  of 
individuals  differ  in  their  reasons  for  wanting  or  not  wanting  to 
enlist  in  the  Gua rd/ Rese rve . 


6.1  The  Relative  Importance  of  Different  Reasons  for  Wanting  to 

Enlist  or  Not  Wanting  to  Enlist 

Respondents  who  had  positive  enlistment  propensity  were  asked 
to  indicate  the  importance  of  each  of  nine  specific  reasons  for 
wanting  to  serve  in  the  military.  Negative  propensity  individuals 
were  asked  to  assess  the  importance  of  another  set  of  nine  reasons 
for  not  wanting  to  serve  in  the  military.  Some  of  the  reasons  for 
wanting  to  enlist  or  not  to  enlist  were  direct  opposites,  while 
others  were  not.  A  list  of  the  reasons  rated  by  respondents 
appears  in  Figure  6-1. 


( 
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FIGURE  6-1:  REASONS  FOR  WANT1II6  OR  MOT  WANTING  TO  ENLIST  RATED  BY  RESPONDENTS 


REASONS  FOR  ENLISTING 

REASONS  FOR  NOT  ENLISTING 

Issues  Relevant  to  Both  Positive  and  Negative  Propensity  Respondents 

• 

Teaches  you  a  valuable  trade  or 
skill 

a 

Lack  of  value  in  military  training 

• 

Good  income 

• 

Military  pay 

• 

Allows  you  to  stay  in  the  area 
near  your  family 

a 

Separation  from  family  and  friends 

Issues  Relevant  Only 

to  Positive  Propensity  Respondents 

• 

Doing  something  for  your  country 

X 

• 

Job  security 

X 

• 

Provides  money  for  education 

X 

• 

An  enjoyable  job 

X 

• 

Trains  you  for  leadership 

X 

a 

Provides  men  and  women  equal  pay 
and  opportunity 

X 

Issues  Relevant  Only  to  Negative  Propensity  Respondents 

X 

a 

Disagree  with  military's  defense 
policies  or  philosophy 

X 

a 

Expect  to  continue  in  school  or 
col  lege 

X 

a 

Lack  of  personal  freedom 

X 

a 

Disapproval  of  parents 

X 

a 

Little  in  common  with  people  in  the 

service 


X 


a  Plans  for  a  civilian  job 
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The  percentage  of  each  sample  reporting  a  particular  item  to 
be  a  very  or  somewhat  important  reason  for  enlisting  or  not 
enlisting  is  set  forth  in  Tables  6-1A  and  6  - 1 B .  The  percentage  of 
individuals  who  said  "doing  something  for  your  country"  is  a  very 
or  somewhat  important  reason  for  wanting  to  enlist  was  consis¬ 
tently  one  of  the  highest  in  each  sample.  The  percentages  giving 
these  responses  for  NPS  men,  NPS  women,  PS  men,  and  PS  women  were 
86.8,  87.5,  85.3,  and  85.6  percent,  respectively.  Among  PS  male 
respondents,  the  percentage  who  reported  this  reason  to  be  very  or 
somewhat  important  was  higher  than  that  for  any  other  reason  for 
wanting  to  enlist. 

The  highest  percentages  of  positive  propensity  NPS  men  as 
well  as  NPS  and  PS  women  respondents  rated  the  job-related  reasons 
--  "teaches  you  a  valuable  trade  or  skill"  (87.3  percent  for  NPS 
men  and  90.1  percent  for  NPS  women)  and  "job  security"  (89.8  per¬ 
cent  for  PS  women)  --  as  very  or  somewhat  important  reasons. 

It  is  interesting  to  note  the  similarities  and  differences  in 
the  importance  assigned  to  selected  reasons  for  wanting  to  enlist 
and  not  wanting  to  enlist  by  pairs  of  samples  such  as  PS  women  and 
PS  men,  or  NPS  men  and  PS  men.  When  most  samples  are  compared, 
there  is  a  significant  relationship  between  the  rankings  of  the 
two  samples  for  a  given  set  of  reasons.  This  does  not  hold  true, 
however,  when  the  PS  women's  rankings  of  the  pro-enlistment 
reasons  are  compared  to  the  rankings  of  NPS  women  or  PS  men.  PS 
women  differ  primarily  from  these  other  samples  in  placing  more 
emphasis  for  wanting  to  enlist  on  the  reason  "provides  men  and 
women  equal  pay  and  opportunity"  and  less  emphasis  on  the  reason 
"provides  money  for  education." 

Among  all  of  the  reasons  for  not  enlisting,  "plans  for  a 
civilian  job"  received  the  highest  percentage  of  very  or  somewhat 
important  ratings  for  three  of  the  samples  (NPS  men,  PS  men  and  PS 
women).  "Separation  from  friends  and  family"  received  the  highest 
percentage  of  very  or  somewhat  important  ratings  from  NPS  women. 
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TABLE  6-1A:  PERCENTAGE  OF  THOSE  WITH  POSITIVE  PROPENSITY 
REPORTING  AH  ITEM  TO  BE  A  VERY  OR  SOMEWHAT  IMPORTANT  REASON 
FOR  WANTING  TO  ENLIST*) 


REASONS  FOR  ENLISTING 


MALES 


FEMALES 


MALES 


FEMALES 


Percent  Rank  Percent  Rank  Percent  Rank  Percent  Rank 


BASE  (N) 

(220) 

(122) 

(432) 

(167) 

Teaches  a  valuable  trade 

or  skil  1 

87.3 

1 

90.1 

1 

81 .2 

3 

81.6 

Doing  something  for  your 

country 

86.8 

2 

87.5 

3 

85.3 

1 

85.6 

Job  security 

82.1 

3 

86.8 

4 

83.0 

2 

90.1 

Good  income 

76.7 

4 

86.7 

5 

69.8 

7 

76.3 

Provides  money  for 

education 

75.7 

5 

89.3 

2 

75.6 

5 

78.3 

An  enjoyable  job 

75.6 

6 

82.5 

7 

70.9 

6 

80.4 

Trains  you  for  leadership 

Provides  men  and  women 

73.7 

7 

75.8 

8 

79.0 

4 

83.5 

equal  pay  and 
opportuni  ty 

71.1 

8 

85.0 

6 

66.8 

8 

85.7 

Allows  you  to  stay  in 

the  area  near  family 
and  friends 

53.2 

9 

59.5 

9 

44.0 

9 

36.1 

1)  Sampling  tolerances  for 

the  95 

in  100 

confidence 

interval  for  the 

ab  ove 

sample 

statistics  are: 

10% 

20% 

30® 

40® 

SAMPLE  (Nl 

or  90 

®  or  80® 

or  70%  or  60% 

50% 

NPS  males  220 

4 

5 

6 

6 

7 

NPS  females  122 

5 

7 

8 

9 

9 

PS  males  432 

3 

4 

4 

5 

5 

PS  females  167 

5 

6 

7 

7 

8 

These  sampling  tolerances  can  be  used  to  determine  the  statistical  significance  of 
percentages  within  a  given  sample.  For  a  more  in-depth  discussion  of  the  use  of 
sampling  tolerances,  see  Volume  II,  page  11. 


•  • 


•  • 


•  • 


’  • 

• 
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TABLE  6-18: 

PERCENTAGE  OF 

THOSE  WITH 

NEGATIVE  PROPENSITY 

: 

REPORTING  AN 

ITEM  TO  BE  A  VERT  OR  SOMEWHAT  IMPORTANT  REASON 

• 

• 

FOR  NOT  WANTING  TO  ENLIST 

NPS 

PS 

MALES 

FEMALES 

MALES 

FEMALES 

• 

• 

REASONS  FOR  NOT  ENL I  ST  I  No 

Percent  Rank 

Percent 

Rank 

Percent  Rank 

Percent 

Rank 

BASE  (N) 

(879) 

(981) 

(1309) 

(382) 

• 

• 

Plans  for  a  civilian  job 

75.5  1 

67.6 

2 

78.9  1 

69.5 

1 

Lack  of  personal  freedom 
Expect  to  continue  in 

63.1  2 

62.7 

3 

67.6  2 

60.1 

2 

1 

school  or  col  lege 

Separation  from  friends 

56.8  3 

60.9 

4 

58.3  4 

57.3 

3 

• 

A 

and  family 

55.1  4 

69.2 

1 

55.8  5 

53.1 

4 

Military  pay 

Disagree  with  military's 

47.8  5 

39.1 

6 

59.7  3 

49.2 

5 

defense  policies  or 
phil  osophy 

38.8  6 

43.7 

5 

36.0  7 

38.2 

6 

i 

Little  in  common  with 

_  •  . 

people  in  the  service 

Lack  of  val  ue  in 

29.3  8 

30.6 

7 

29.8  8 

22.3 

8 

■  ^  .* 

military  training 

30.0  7 

30.1 

8 

42.3  6 

35.4 

7 

Disapproval  of  parents 

15.4  9 

20.6 

9 

8.6  9 

7.3 

9 

W”  s-Vvw 

-r. — 

i 

Sampling  tolerances  for 

the  95  in  100 

confidence 

interval 

for  the  above 

sample 

_  • 

• 

statistics  are: 

10'. 

20% 

30% 

40% 

SAMPLE  (N) 

or  90% 

or  80. 

or  70 

%  or  60 % 

50% 

• 

NPS  males  879 

2 

3 

3 

3 

3 

• 

• 

■t 

NPS  females  981 

2 

2 

3 

3 

3 

PS  males  1309 

2 

2 

2 

3 

3 

PS  females  382 

3 

4 

5 

5 

5 

v.v] 

These  sampling  tolerances  can  be  used 

to  determine  the  statistical  significance 

of 

m 

percentages  within  a  given  sample.  For  a  more  in 

-depth  discussion  of  the  use  of 

sampling  tolerances,  see 

Vol ume  1 1 ,  page  1 1 . 

• 

■v 

% 

■V-V- 

",  »*,  •*,  •*, 

§ 

• 

• 

.%**.*_ 

.*•  .*■-  _ 

•V'  . 

,*•'.**’.*  *.N 
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Slight  inconsistencies  exist  among  samples  regarding  the 
reason  that  receives  the  highest  percentage  of  very  or  somewhat 
important  ratings  for  wanting  to  or  not  wanting  to  enlist.  There 
is,  however,  no  dispute  regarding  the  item  rated  by  the  smallest 
percentage  of  respondents  as  a  very  or  comewhat  important  reason 
for  enlisting  or  for  not  enlisting.  Among  positive  reasons  for 
enlisting,  "allows  you  to  stay  near  family  and  friends"  was  rated 
as  important  least  often,  and  among  negative  reasons  for  enlisting 
"disapproval  of  parents"  was  rated  as  important  least  often. 

These  findings  are  consistent  with  the  fact  that  many  respon¬ 
dents  are  at  the  stage  of  their  lives  during  which  the  influence 
of  their  parents  is  decreasing  or  at  least  during  which  they  would 
like  to  believe  this  is  so.  These  individuals  may  be  more  con¬ 
cerned  about  the  impact  that  a  decision  to  join  the  Guard/Reserve 
will  have  on  their  friendships  and  on  their  more  intimate 
relationships. 


6.2  Reasons  Given  By  Different  Segwents  of  NPS  Individuals  For 

Enlisting  or  For  Not  Enlisting 

When  reviewing  the  rankings  in  Tables  6-1A  and  6-1B,  it 
appears  that  specific  reasons  for  wanting  to  enlist  (or  not 
wanting  to  enlist)  may  be  associated  with  other  specific  reasons 
for  wanting  to  enlist  (or  not  wanting  to  enlist).  For  example,  it 
appears  as  if  goal -or i ented  items  (both  professional  and  personal) 
such  as  "plans  for  a  civilian  job,"  "lack  of  personal  freedom,"!) 
and  "expect  to  continue  in  school  or  college"  are  rated  similarly, 
as  are  mi  1  i  ta  ry  -  rel  a  ted  items  such  as  "disagree  with  military's 
defense  policies  or  philosophy,"  "little  in  common  with  people  in 


"Lack  of  personal  freedom"  is  included  in  this  example 
because  without  it,  an  individual  would  not  be  free  to  pursue 
his  or  her  personal  or  professional  goals. 


the  service,"  and  "lack  of  value  in  military  training."  In  other 
words,  it  appears  that  groups  of  items  such  as  these  may  be 
measuring  broader  constructs  such  as  goal -orientation  or  an 
overall  perception  of  military  life.  A  series  of  analyses  were 
undertaken  to  determine  if  this,  in  fact,  is  the  case. 

The  notion  that  groups  of  variables  such  as  those  just 
discussed  are  components  of  more  general  constructs  was  not, 
however,  confirmed  by  the  analyses.*)  One  reason  for  this  may  be 
that  the  sample  itself  is  not  homogeneous.  Previous  analyses  have 
shown  that  both  the  NPS  and  PS  samples  can  be  divided  into  five 
distinct  segments  based  on  demographic  characteristics.  If 
differences  exist  among  these  segments  regarding  how  specific 
reasons  for  enlisting  or  not  enlisting  are  rated,  interesting 
findings  relevant  to  the  specific  segments  may  be  obscured  if  the 
data  are  analyzed  at  an  aggregate  level  and  the  segments  are  not 
analyzed  separately. 

To  determine  whether  known  segments  do  indeed  have  identi¬ 
fiable  reasons  for  wanting  or  not  wanting  to  enlist  that  could  be 
used  to  enhance  accessions  in  the  Gua rd/ Rese rve ,  this  year's  NPS 
respondents  were  divided  into  five  segments.  Characteristics  that 
differentiated  individuals  from  one  another  when  the  NPS  sample 
was  initially  segmented,  in  1980,2)  Were  applied  to  this  year's 
da  ta  .  3  ) 

*)  This  conclusion  is  based  on  a  series  of  Fac to r- An al y s es  and 
other  related  analyses. 

2)  NPS  male  and  female  samples  are  both  included  in  these 
segments . 

3)  The  segments  were  determined  in  1980  on  the  basis  of  demo¬ 
graphic  variables.  The  segments  were:  "Working  Singles," 
‘High  Schoolers, "  "Collegiates,"  "Marrieds,"  and  "Others." 

The  segmentation  of  the  NPS  sample  that  was  conducted  origi¬ 
nally  in  1980  was  tested  this  year  and  it  was  determined  that 
these  segments  are  still  valid. 
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Figure  6-2  presents  a  summary  of  the  key  demographic  charac¬ 
teristics  of  the  individuals  in  each  of  these  five  segments.  The 
degree  of  importance  these  five  segments  assigned  to  each  of  the 
different  reasons  for  wanting  to  enlist  or  not  wanting  to  enlist 
were  examined  for  similarities  and  differences. 


FIGURE  6-2:  DEMOGRAPHIC  CHARACTERISTICS 
OF  THE  FIVE  HPS  SEGMENTS 


PERCENTAGE  OF 

the  total 

sample  in  selected 

SEGMENT  EACH  SEGMENT  DEMOGRAPHIC  CHARACTERISTICS 


Working  Singles  28.1  Young 

Unma  r r i ed 
Wo  rki ng 


High  Schoolers  24.2  Youngest 

Living  with  parents 
Un  empl oyed 

Attending  high  school 


Collegiates  23.3  Young 

Receiving  scholastic  aid 
Worki ng  part-time 
Attendi ng  school 


Ma  r ri eds  13.3  01 de  r 

Married 

More  dependents,  including 
pre-schoolers 
Don’t  plan  more  school 
Spouse  works 


Don’t  know  parental  education 
Low  grades  in  high  school 
More  sibl  i  ngs 

Likely  to  be  black  or  Hispanic 


Others 


11.1 


6-9 


6.2.1  Respondents  With  Positive  Enlistment  Propensit 


the  five  segments  of  the  positive  propensity  NPS  sample  were 
evaluated  on  an  overal 1  basis,  their  reasons  for  wanting  to  enlist 
were  not  significantly  different.  Further  analyses  indicated,  how 
ever,  that  the  "Working  Singles,"  "High  Schoolers,"  "Col  1 egi ates , " 
and  "Others"  were  very  similar  and  that  the  "Marrieds"  were 
different  from  these  other  four  segments.  Consequently,  the 
"Marrieds"  were  compared  to  the  composite  of  the  other  four 
groups,  and  as  shown  in  Table  6-2,  significant  di fferences 
emerged.  Among  positive  propensity  individuals,  the  composite  of 
the  four  segments,  compared  to  “Marrieds,"  rated  good  income  and 
the  fact  that  the  Guard/Reserve  trains  enlistees  for  leadership  as 
more  important  reasons  for  wanting  to  enlist.  As  noted  in  the 
table  below,  in  only  one  case  did  the  "Marrieds"  segment  rate  a 
reason  for  enlisting  to  be  more  important  than  the  other  indivi¬ 
duals.  The  fact  that  staying  near  family  and  friends  is  the  only 
reason  that  was  more  important  for  "Marrieds"  than  for  all  others 
should  be  noted  because  it  represents  a  significant  difference  in 
the  pattern  of  ratings. 
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TABLE  6-2:  AVERAGE  IMPORTANCE  ASSIGNED  TO 
DIFFERENT  REASONS  FOR  WANTING  TO  ENLIST*) 


REASONS  FOR 

WANTING  TO  ENLIST 

TOTAL 

SAMPLE 

Marrieds 

SEGMENT 

Working  Singles, 

High  Schoolers, 

Col  1 eqi ates ,  Others 

• 

• 

• 

• 

BASE  (N) 

(24) 

(300  ) 

Teaches  you  a  valuable 

t rade  or  skill 

3.56 

3.34 

3.58 

Doing  something  for  your 

m 

coun try 

3.42 

3.34 

3.43 

Job  security 

3.40 

3.08 

3.43 

Good  income 

3.27 

2.75 

3.31* 

Provides  money  for 

education 

3.29 

3.05 

3.31 

- - - - 

An  enjoyable  job 

3.22 

3.12 

3.23 

_  •  __ 

• 

Trains  you  for  leadership 

3.11 

2.62 

3.15* 

Provides  men  and  women 

equal  pay  and  opportunity 

3.19 

2.92 

3.21 

-  ■  ■  ; 

v  - . 

Allows  you  to  stay  in  the 

L. v  m  ^  r^_ 

_ _ „ 

area  near  family  and 

_  • 

• 

f ri ends 

2.66 

2.92 

2.67 

*  Indicates  a  significant 

di f fe  rence 

between  the  average 

response  of  the  groups 

(  p  <  .05  )  . 

+  The  fact  that  the  reason  "allows  you  to  stay 

in  the  area  near 

• 

• 

1  ) 


family  and  friends  is  the  only  reason  rated  more  important  by 
the  "Marrieds"  than  by  the  composite  of  the  other  segments  is 
statistically  significant  by  the  binomial  test  (p  <  .05). 

1  =  not  at  all  important,  4  =  very  important. 


•  • 


•  • 


•  • 


• — « — — -I 
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6.2.2  Respondents  With  Negative  Enlistaent  Propensity. 

Negative  propensity  NPS  respondents  in  the  five  different  segments  _  J 

differed  markedly  from  one  another  in  their  ratings  of  the  ®.  ® 

importance  of  the  various  reasons  for  not  wanting  to  enlist  in  any  V-V-V  . 

branch  of  the  Active  Military  or  component  of  the  Gua  rd/ Reserve .  V  V  ' 

(See  Table  6-3.)  It  appears  that  each  segment  associates  enlist-  ■  •  \ 

ment  with  a  different  personal  opportunity  cost.  In  other  words,  ^  ^  J 

each  segment  feels  they  will  have  to  forego  something  of  personal 

value  if  they  were  to  enlist  in  the  Guard/Reserve.  •  ‘ ' 


TABLE  6-3:  AVERAGE  IMPORTANCE  ASSIGNED  TO 


DIFFERENT 

REASONS  FOR  NOT 
WANTING  TO  ENLIST 

REASONS 

TOTAL 

SAMPLE 

FOR  NOT  MANTING  TO  ENLIST*) 

SEGMENT 

Wo  rki ng  High  Col  1 e- 

Singles  Schoolers  giates  Marrieds 

Others 

• 

• 

BASE  (N) 

(  429) 

(  347  ) 

(  299  ) 

(340) 

(202) 

• 

< 

• 

Separation  from 

family  and  friends 

2.78 

2.63 

2.56+ 

2.80 

3.20* 

2.70 

. 

Oi sagree  wi th 

■  •  '  ‘ 

mi  1 i tary 1 s  defense 

pol i ci es  or 

ph i 1 osophy 

2.19 

2.24 

2.26 

2.24 

2.04 

2.13 

• 

• 

Expect  to  continue 

in  school  or 

...  .*  *.•  v\« 

col  lege 

2.73 

2.43 

3.25 

3.32* 

2.06+ 

2.72 

*  *.* 

Lack  of  personal 

*  -  •  .  *  H 

freedom 

2.44 

2.84* 

2.79 

2.78 

2.64 

2.56+ 

Military  pay 

2.24 

2.36* 

2.12 

2.28 

2.26 

2.13+ 

Oi sapproval  of 

• 

parents 

1.57 

1.52 

1.66* 

1  .63 

1.43+ 

1.65 

Lack  of  val ue  in 

mi  1 i tary  training 

1.89 

1.88 

1.94 

1.85 

1  .87 

1.87 

Little  in  common 

wi th  people  in 

the  service 

1.92 

2.07* 

1.95 

1.99 

1.73+ 

1.82 

Current  plans  for 

• 

• 

a  civilian  job 

3.05 

3.20 

3.06 

3.23* 

2.82+ 

2.87 

*  Indicates  the  segment  that  has  the  highest  average 

response 

■ . 

. , 

tor  any  given  reason  on 

which  the 

responses  of  the 

f  i  ve 

segments  differed  significantly  from  one 

jnother  S  p 

<  .05). 

+  Indicates  the  segment  that  has  the  lowest  average  response  for 
any  given  reason  on  which  the  responses  of  the  five  segments 
differed  significantly  from  one  another  (p  <  .05). 


1)  1  =  not  at  all  important,  4  =  very  important. 
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Although  all  the  segments  are  concerned  that  they  will  lose 
something  they  value  if  they  enlist  in  the  Guard/Reserve,  the 
segments  differ  with  regard  to  what  they  are  most  afraid  of  losing. 

•  "Working  Singles"  and  "Others"  are  most  concerned  that 
their  career  goals  {as  indicated  by  items  such  as 
"current  plans  for  a  civilian  job,"  "lack  of  personal 
freedom,"  and  “expect  to  continue  in  school  or  college") 
may  be  negatively  affected  by  Gua rd/ Re se rv e  enlistment, 

•  "High  Schoolers"  and  "Col  1 egi ates"  are  most  concerned 
that  their  standing  as  students  may  be  affected  nega¬ 
tively  by  Guard/Reserve  enlistment,  and 

•  "Marrieds"  are  primarily  concerned  that  Guard/Reserve 
enlistment  will  result  in  separation  from  people  they 
care  about. 

The  most  important  reason  "Working  Singles"  report  for  not 
wanting  to  enlist  is  plans  for  a  civilian  job.  Lack  of  personal 
freedom  is  the  second  most  important  reason,  and  separation  from 
family  and  friends  is  another  important  reason.  Overall,  it 
appears  that  individuals  in  this  group  think  of  themselves  as 
career-oriented,  independent  and  devoted  to  their  friends.  It  is 
likely  that  they  choose  not  to  enlist  in  the  Gua rd/ Rese rve  because 
they  perceive  a  major  opportunity  cost  of  Guard/Reserve  enlistment 
to  be  loss  of  personal  freedom  and  restriction  of  future  alterna- 
t  i  v  e  s  . 

Among  reasons  for  not  enlisting,  "High  Schoolers"  place  the 
most  importance  on  the  fact  that  they  expect  to  continue  in  school 
or  college.  They  also  place  a  great  deal  of  emphasis  on  plans  for 
civilian  jobs.  Even  though  most  of  these  individuals  are  living 
with  their  parents,  "High  Schoolers"  do  not  rate  "disapproval  of 
parents"  as  a  very  important  reason  for  not  enlisting.  The 


overall  profile  of  this  group  seems  to  be  that  of  individuals  who 
are  beginning  to  plan  for  a  future  that  is  independent  of  their 
parents  and,  like  tne  "Working  Singles,"  may  be  concerned  that 
loss  of  future  flexibility  might  result  if  they  enlist  in  the 
Guard/Reserve . 

Individuals  classified  as  "Col  1 egi ates"  appear  to  be  very 
independent  and  goal -or i ented .  Plans  for  school  and  for  a 
civilian  job  are  their  most  important  reasons  for  not  enlisting, 
followed  by  separation  from  family  and  friends,  and  concern  over 
lack  of  personal  freedom.  These  individuals  seem  to  want  freedom 
to  make  the  best  plans  for  their  future  and  may  feel  that  Guard/ 
Reserve  enlistment  would  interfere  with  the  fulfillment  of  their 
goals. 

Based  on  their  ratings  of  how  important  the  nine  different 
reasons  are  for  not  wanting  to  enlist,  the  "Marrieds"  group  can  be 
characterized  as  follows:  They  appear  to  have  established 
relationships  with  spouses  and  friends  that  they  do  not  wish  to 
jeopardize  and  to  have  career  plans  they  do  not  want  disturbed. 
(Although  career  reasons  are  important  to  "Marrieds,"  the 
importance  they  attach  to  this  reason  is  lower  than  for  each  of 
the  other  four  groups.)  "Marrieds"  place  more  importance  on  being 
separated  from  family  and  friends  than  does  any  other  group,  and 
appear  to  worry  that  they  would  lose  something  they  value  highly 
--  closeness  to  people  who  they  care  for  --  if  they  were  to  enlist 
in  the  Guard/Reserve. 

The  factors  of  most  importance  to  "Others"  in  deciding  not 
to  enlist  in  the  military  are  essentially  equivalent  to  those 
cited  by  " Col  1  eg i a tes . "  However,  the  level  of  importance  assigned 
to  these  items  is  consistently  lower  for  "Others”  than  for 
"Col  1 egi a  tes . " 
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6.3  Suwary  and  Iaplications 

As  described  in  the  preceding  pages,  the  importance  of 
reasons  for  not  wanting  to  enlist  differs  among  the  five  segments 
of  negative  propensity  respondents.  This  finding  suggests  that 
negative  propensity  individuals  have  quite  specific  and  clearly 
defined  reasons  for  not  wanting  to  join  the  military  and  that  they 
di f ferentiate  among  various  reasons  for  not  enlisting.  Moreover, 
individuals  with  different  demographic  characteristics  do  not 
necessarily  share  the  same  reasons  for  having  negative  enlistment 
propensity.  Each  segment  appears  to  feel  that  if  they  enlisted  in 
the  Guard/Reserve  they  would  lose  something  they  valued. 

In  other  words,  each  segment  associates  the  Guard/Reserve 
with  a  specific  opportunity  cost.  "Working  Singles"  and  "Others" 
are  afraid  their  career  goals  will  be  compromised.  "High 
Schoolers"  and  " Col  1 egi a tes "  are  afraid  their  scholastic  standing 
will  be  hurt.  "Marrieds"  is  the  only  segment  that  is  primarily 
concerned  with  losing  contact  with  their  family  and  friends. 

These  individuals  do  not  seem  to  understand  that  participating  in 
the  Guard/Reserve  does  not  require  moving  to  a  new  area  and  losing 
contact  with  one's  family  and  friends.  Of  course  an  alternative 
explanation  is  that  "Marrieds"  are  simply  unwilling  to  give  up  any 
block  of  time  that  could  be  spent  with  family  and  friends. 

Reasons  for  wanting  to  enlist  di f f er en t i a te  segments  of 
positive  propensity  individuals  only  when  "Working  Singles," 
"Others,"  "High  Schoolers"  and  " Co  1 1 egi a te s "  were  combined  and 
compared  to  "Marrieds."  Furthermore,  among  positive  propensity 
individuals,  there  is  no  detectible  discrimination  among  different 
reasons  for  wanting  to  enlist.  As  a  group,  the  average  rating  for 
each  reason  was  "somewhat  important."  In  addition,  as  seen  in 
Table  6-4,  the  range  between  the  average  score  for  the  most  highly 
rated  reason  for  wanting  to  enlist  among  positive  propensity 


individuals  and  the  least  highly  rated  reason  for  wanting  to 
enlist  is  subs tanti al ly  smaller,  for  any  given  segment,  than  the 
range  between  the  highest  and  lowest  rated  reasons  for  not  wanting 
to  enlist  given  by  negative  propensity  individuals.  These 
findings  suggest  that,  as  indicated  in  previous  year's  focus  group 
reports,  people  do  not  have  clearly  articulated  reasons  for  why 
they  want  to  enlist.  Once  an  individual  develops  positive  propen¬ 
sity  for  the  Guard/Reserve,  whatever  the  reasons,  the  individual 
seems  to  rate  all  reasons  for  wanting  to  join  the  Guard/Reserve  as 
being  of  equivalent  importance.  In  order  words,  positive  propen¬ 
sity  is  a  general  predisposed  state.  Negative  propensity,  on  the 
other  hand,  is  associated  with  very  specific  reasons  some  of  which 
are  very  important  while  others  are  substantially  less  Important. 
Furthermore,  these  reasons  for  not  wanting  to  enlist  are  different 
for  different  types  of  people. 


TABLE  6-4;  DIFFERENCES  BETWEEN  THE  AVERAGE  SCORE 
FOR  THE  HOST  IMPORTANT  REASON  AMO  THE  LEAST  IMPORTANT  REASON 
FOR  WANTING  TO  OR  MOT  WANT  I  MG  TO  EML 1ST  BY  SEGMENT 


SEGMENT 


POSITIVE  PROPENSITY 

Average  Score 
Most  Least 
Important  Important  Re 
Reason  Re 


NEGATIVE  PROPENSITY 


Average  Score 
>1ost  Least 


Range/ 

Difference 


These  findings  suggest  that  different  methods  are  needed  to 
increase  accessions  among  positive  and  negative  propensity  indivi¬ 
duals  at  least  until  the  point  that  individuals  with  negative 
propensity  become  neutral  or  positive  with  regard  to  Gua r d/ Re se rv e 
enlistment.  Given  the  fact  that  individuals  have  very  specific 
reasons  for  not  wishing  to  enlist,  the  first  step  in  increasing 
propensity  among  negative  propensity  individuals  is  to  address 
these  specific  concerns.  Fear  of  losing  one^s  job,  losing 
academic  standing,  or  losing  valued  i nterpe rsonal  rel a ti onshi ps 
are  so  central  to  a  person’s  life  that  such  issues  must  be 
addressed  explicitly  before  a  person  will  even  be  receptive  to 
pro-Guard/Reserve  information.  Because  the  different  segments  of 
the  NPS  negative  propensity  sample  had  significantly  different 
perceptions  of  the  opportunity  costs  associated  with  Guard/Reserve 
enlistment,  recruiting  efforts  could  be  enhanced  by  dealing  with 
the  specific  concerns  of  each  unique  segment. 

Dispelling  a  person’s  specific  fears  and  concerns  about 
Gua r d/ Re se rve  enistment  will  not  automatically  make  that  person 
have  positive  propensity.  As  indicated  earlier,  positive  propen¬ 
sity  individuals  do  not  have  specific  well-defined  reasons  for 
wanting  to  enlist.  In  addition,  different  segments  of  the 
positive  propensity  sample  give  similar  reasons  for  their  positive 
propensity.  A  campaign  that  stresses  overall  positive  attributes 
of  the  Guard/Reserve  may,  therefore,  be  effective  in  enhancing 
propensity  and  accessions  among  positive  propensity  individuals. 


7.0  THE  RELATION  BETWEEN  EMPLOYMENT  RELATED  VARIABLES 

AND  PROPENSITY 


The  purpose  of  this  chapter  is  to  explore  the  relationships 
between  propensity  and  several  employment-related  issues.  The 
majority  of  young  adults  who  are  no  longer  attending  college  or 
another  type  of  school  spend  a  large  percentage  of  their  time  at 
work.  Employers,  supervisors  and  co-workers  thus  have  the 
potential  to  influence  an  individual's  attitudes  and  behavior, 
including  attitudes  toward  decisions  about  Gua rd/Reserve  enlist¬ 
ment.  Especially  in  a  time  of  economic  uncertainty  and  high 
unemployment,  potential  enlistees  may  carefully  consider  the 
anticipated  employment-related  consequences  (either  positive  or 
negative)  of  Gua rd/ Rese rve  enlistment. 


7.1  Overview  of  Eaployent  Related  Questions  —  NPS  and  PS 
Saapl es 


Among  other  empl oyme n t- r el  a  ted  questions,  both  NPS  and  PS 
respondents  were  asked  the  following  questions: 


•  Do  you  think  it  would  help  you  in  a  civilian 
job  if  you  were  to  be  a  member  of  the  National 
Guard  or  Reserves? 

•  Does  your  company  have  a  specific  policy  about 
National  Guard  or  Reserve  participation? 

•  With  respect  to  Gua r d/ Re se rve  participation, 
would  you  say  the  company  is  positive,  neutral, 
or  negative? 

•  Have  you  ever  talked  with  any  supervisor  about 
company  policy  on  this,  or  has  any  supervisor 
ever  talked  to  you? 
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Only  respondents  who  were  employed  but  not  self-employed  were 
asked  the  last  three  questions.  Responses  to  all  four  questions 
and  comparisons  to  last  year's  RCAS  data  can  be  found  in  Tables 
7 - 1 A  through  7-4.  As  can  be  seen  in  these  tables,  responses  to 
empl oy me n t- r el  a  ted  questions  generally  remained  stable  from  last 
year  to  this  year. 


TABLE  7-1A:  PERCENTAGE  SAYING  IT  WOULD  HELP  IN  A 
CIVILIAN  JOB  TO  BE  A  SUARD/RESERVE  MEMBER 


1981 

1982 

SAMPLE 

% 

(BASE  ) 

% 

(BASE) 

Non-prior  service  men 

(50.4 

(1181  ) 

j  50.4 

(1129) 

Non-prior  service  women 

**  1 55 . 5* 

(1096) 

**  148.4 

(1117) 

Prior  service  men 

123.4 

( 1812) 

(24.3 

(1791) 

Prior  service  women 

'24.9 

(  572  ) 

127.3 

(564) 

It  is  evident  from  the  data  presented  in  Table  7-1A  that  NPS 
individuals  are  more  likely  than  PS  individuals  to  say  that  Guard/ 
Reserve  membership  will  help  with  a  civilian  job.  Having  no  experi¬ 
ence  to  indicate  otherwise,  NPS  individuals,  compared  to  PS  indivi¬ 
duals,  may  overestimate  how  helpful  it  is  in  a  civilian  job  to  have 
served  in  the  military.  As  set  forth  in  Table  7  - 1 B ,  another  note¬ 
worthy  difference  between  the  samples  is  that,  among  NPS  men,  NPS 
women,  and  PS  women,  significantly  higher  percentages  of  unemployed 
than  employed  individuals  say  Gua rd/ Re se rve  membership  will  help 
with  a  civilian  job.  This  does  not  hold  true,  however,  for  PS  men. 


*  Indicates  a  significant  difference  between  the  1981  and  1982 
levels  (p  <  .05). 

**  Indicates  that  for  a  given  year  the  percentage  of  NPS  respon¬ 
dents  who  say  it  will  help  in  a  civilian  job  to  be  a  Guard/ 
Reserve  member  is  greater  than  the  equivalent  percentage  of  PS 
respondents. 
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TABLE  7  —  1 B :  PERCENTAGE  SAYING  IT  WOULD  HELP  IH  A  CIVILIAN  JOB 


SAMPLE 

Non-prior  service  men 
Non-prior  service  women 
Prior  service  men 
Prior  service  women 


1982  EMPLOYMENT  STATUS 


EMPLOYED 


unemployed!) 


% 

(BASE  ) 

% 

(  BASE  ) 

42.9* 

(  795  ) 

1  60.3* 

(214) 

39.5* 

(  653  ) 

**  1  58.3* 

(218) 

22.5 

(  1355  ) 

1  24.8 

(302  ) 

21.0* 

(341) 

t  34.9* 

(88) 

The  data  presented  in  Tables  7-2  through  7-4  indicate  that 
significantly  more  PS  than  NPS  respondents  say  their  company  has  a 
specific  policy  regarding  Gua rd/ Reserve  enlistment,  that  the 
company's  attitude  toward  such  enlistment  is  positive,  and  that 
they  have  actually  talked  to  their  supervisor  about  enlistment. 

PS  respondents  may  be  more  aware  of  relevant  Guard/Reserve 
policies  because  of  their  past  military  training  and  interactions 
with  military  career  counselors.  NPS  respondents  may  be  less 
likely  to  ask  directly  about  employment-related  Gua rd/ Reserve 
issues  or  to  pay  attention  to  conversations  about  the  subject 
unless  someone,  such  as  a  supervisor,  brings  the  topic  to  their 
attention. 

TABLE  7-2:  PERCENTAGE  OF  THOSE  EMPLOYED  BY  OTHERS  SAYING 


SAMPLE 

Non-prior  service  men 
Non-prior  service  women 
Prior  service  men 
Prior  service  women 


% 

(BASE  ) 

% 

(BASE  ) 

|  18.4 

(814) 

I  1  5 . 5 

(691) 

t  14.3 

(609) 

i  13.5 

(624  ) 

<31.3 

(1325) 

<30.1 

(1270) 

1  33.1 

(  354  ) 

**  t  31.5 

(  327  ) 

Indicates  a  significant  difference  between  the  unemployed  and 
employed  individuals  (p  <  .05). 

For  the  year  indicated,  the  percentages  for  the  NPS  and  PS 
samples  are  significantly  different  (p  <  .05). 

Unemployed  and  looking  for  work. 
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TABLE  7-3A:  PERCENTAGE  OF  THOSE  EMPLOYED  BY  OTHERS  WHO  SAY 


SAMPLE 

% 

( BASE  ) 

% 

(BASE ) 

Non-prior  service  men 

I  28.6 

(814) 

j  30.7 

(691) 

Non-prior  service  women 

1  27.9 

(  609  ) 

I  26.9 

(  624) 

Prior  service  men 

|  46 .1 

(1325) 

j  42.4 

(1270) 

Prior  service  women 

**  1  42.2 

(  354  ) 

**  1  43.0 

(327  ) 

Another  interesting  finding  shown  in  Table  7-3B  is  that 
whether  or  not  respondents  say  their  company  has  a  policy 
regarding  Guard/Reserve  pa r t i c i pa t i o n  is  associated  with  the 
respondent's  perception  of  the  company's  attitude  toward  Guard/ 
Reserve  enlistment  (positive,  neutral,  or  negative).  For  each 
sample,  the  majority  of  those  who  said  their  company  does  have  a 
policy  said  the  company's  attitude  was  positive.  The  majority  of 
individuals  who  believed  their  company  does  not  have  an  official 
policy  felt  the  company's  attitude  about  Guard/Reserve  participa¬ 
tion  was  neutral. 

As  seen  in  Table  7-3B,  the  percentage  of  individuals  who 
think  their  company  has  a  positive  attitude  about  the  Guard/ 
Reserve  is  significantly  greater  among  those  who  think  their 
company  has  a  policy  than  among  those  who  do  not.  In  addition, 
the  percentage  of  individuals  who  think  their  company  has  a 
neutral  attitude  is  significantly  smaller  among  those  who  think 
their  company  has  a  policy  than  among  those  who  do  not.  It  should 
also  be  noted  that  among  those  individuals  who  thought  their 
company  does  not  have  a  policy  regarding  Gua rd/Reserve  partici¬ 
pation  ap pr ox i ma tel y  7  percent  felt  their  company’s  attitude 
regarding  such  pa r t i c i pa t i o n  would  be  negative. 


For  the  year  indicated,  the  percentages  for  the  NPS  and  PS 
samples  are  significantly  different  (p  <  .05). 


•  • 


•  • 


•  • 


•  • 


•  • 


•  • 


T 


T 


OF  THEIR  COMPANY'S  ATTITUDE  BY  PERCEPTION  OF  COMPANY  POLICY 


COMPANY  DOES  HAVE  POLICY1  ) 
COMPANY  ATTITUDE 


COMPANY 

DOES  NOT  HAVE  POLICY? ) 
COMPANY  ATTITUDE 


SAMPLE^ 

No  n- pr i o  r 
se rv i c e  r 

Non-prior 


Positive  Neutral  Negative  Positive  Neutral  Negative 


72.0 

26.2 

1.9 

20.7 

72.1 

7.2 

70.2 

26.2 

3.6 

19.2 

73.2 

7.6 

63.3 

32.4 

4.4 

33.1 

59.4 

7.6 

70.4 

25.9 

3.7 

28.2 

65.0 

6.9 

Prior  service 
me  n 

Prior  service 
women 


One  of  the  few  significant  year-to-year  changes  in  the 
employment-related  variables  already  discussed  is  the  increase  in 
the  percentage  of  PS  men  who  reported  having  talked  with  their 
supervisor  about  Guard/  Reserve  enlistment  (see  Table  7-4).  This 
rise  may  be  associated  with  changes  in  the  economy  over  the  past 
year.  When  the  economy  was  more  stable,  individuals  who  were 
considering  Guard/Reserve  enlistment  may  not  ha>'e  been  very  likely 
to  discuss  the  ramifications  of  such  a  decision  with  a  work 
supervisor.  Over  the  past  year,  however,  layoffs  have  risen  and 
job  security  has  declined.  As  a  result,  individuals  interested  in 
the  Gua rd/ Re se rve  may  have  become  more  concerned  about  the  effect 
Guard/Reserve  enlistment  will  have  on  their  employment  status. 

Such  individuals  may,  therefore,  be  more  likely  to  discuss 
Guard/Reserve  enlistment  with  a  supervisor  before  coming  to  a 
decision  on  the  matter.  Interestingly,  the  PS  women  do  not 
exhibit  the  same  pattern  as  the  PS  men.  The  percentage  of  PS 
women  who  report  having  talked  with  their  supervisor  in  1982  has 
not  changed  substantially  from  the  1981  level. 


The  Bases  for  NPS  men,  NPS  women,  PS  men  and  PS  women  are 
107,  84,  382,  and  103,  respectively. 

The  Bases  for  NPS  men,  NPS  women,  PS  men  and  PS  women  are 
3b2,  354,  540,  and  136,  respectively. 


TABLE  7-4:  PERCENTAGE  WHO  REPORTED  HAVING  TALKED  WITH  THEIR 
SUPERVISOR  ABOUT  GUARD/RESERVE  PARTICIPATION*) 


SAMPLE 

1981 

1982 

Non-prior  service  men 

5.3 

5.8 

Non-prior  service  women 

3.6 

3.5 

Prior  service  men 

13.7 

16.7* 

Prior  service  women 

14.6 

14.1 

In  addition  to  the  questions  already  discussed,  PS  respon¬ 
dents  were  also  asked  whether  or  not  they  thought  other  members  of 
their  company  belonged  to  the  Guard/Reserve. 

t  Among  the  men,  33.0  percent  responded  affirmatively  and, 
among  the  women,  28.4  percent  responded  affirmatively. 

•  These  percentages  are  significantly  lower  than  the 
comparable  1981  percentages  (37.1  and  35.6  percent, 
respectively)  . 

The  reason  for  this  decline  cannot  be  ascertained  from  these  data. 
However,  the  decline  itself  should  be  noted,  because  positive 
propensity  is  associated  with  being  aware  of  others  who  have 
enlisted  in  the  Guard/Reserve  or  who  are  considering  doing  so. 
(This  finding  is  discussed  in  Chapter  3.) 


Indicates  a  significant  difference  between  1981  and  1982 
levels  (p  <  .05). 

Only  PS  individuals  who  were  employed  by  others  were  asked 
what  they  perceived  their  supervisor's  attitude  to  be.  The 
percentage  of  these  PS  men  and  PS  women  who  had  talked  to 
their  supervisor  and  perceived  their  attitude  to  be  positive 
was  9.5  and  8.3  percent,  respectively.  This  did  not 
represent  a  significant  change  from  1981  levels. 
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7.2  The  Relation  Between  Propensity  and  Eaployent  Related 
Factors 


7.2.1  The  Relationship  of  Propensity  and  the  Perception  of 
Whether  Guard/Reserve  Enlisfent  Will  Help  With  a  Civilian  Job. 

Not  surprisingly,  there  is  a  significant  relationship  between 
propensity  to  enlist  in  the  Gua rd/ Rese rve  and  whether  or  not  an 
individual  believes  being  a  Gua rd/ Res e rve  member  will  help  with  < 
civilian  job.  Within  each  sample,  the  percentage  of  positive 
propensity  individuals  is  significantly  greater  among  those  who 
feel  Gua  rd/ Re  se  rve  enlistment  will  aid  with  a  civilian  job  than 
among  those  who  do  not  think  so.  (See  Table  7-5.) 


TABLE  7-5:  PERCENTAGE  OF  POSITIVE  PROPENSITY  INDIVIDUALS 
AMONG  THOSE  WHO  DO  AND  DO  MOT  THINK  GUARD/RE SE RV E  MEMBERSHIP 
WILL  HELP  WITH  A  CIVILIAN  JOB 


_ PERCEPTION _ 

Guard/Reserve  Guard/Reserve 

Wi 1 1  He! p  Wi  1  1  Not  Hel p 

With  a  Civilian  Job  With  a  Civilian  Job 


SAMPLE 

% 

Non- prior  service 

men 

28.7* 

Non-prior  service 

wome  n 

18.3* 

Prior  service  men 

49.3* 

Prior  service  women 

45.8* 

(BASE  ) 

% 

(BASE) 

(  534  ) 

11.2 

(  526  ) 

(  509  ) 

4.6 

(542) 

(410) 

15.8 

(1276) 

(142) 

22.7 

(  379  ) 

Indicates  a  significant  difference  in  propensity  among  those 
who  feel  Gua r d/ Re se r ve  membership  will  help  with  a  civilian 
job  and  those  who  do  not  (p  <  .05). 
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7.2.2  The  Relationship  of  Propensity  and  Perceived 
Ewpl oyent-Rel ated  Ratifications  of  Guard/Reserve  Participation; 

MPS  Sample.  Misperceptions  or  ignorance  concerning  civilian 
employment  rights  may  contribute  to  the  negative  enlistment  propen¬ 
sity  of  some  individuals.  NPS  respondents  may  have  such  mispercep¬ 
tions  due  to  their  general  lack  of  knowledge  about  both  the 
military  and  about  employment  rights  because  they  have  not  had 
contact  with  sources  of  accurate  information  about  these  issues, 
such  as  military  career  counselors.  Furthermore,  NPS  individuals 
are  probably  less  likely  to  know  Guard/Reserve  members  or  to  have 
inquired  directly  about  relevant  company  policies.  Consequently, 
only  the  NPS  samples  were  asked  the  following  question: 

•  Do  you  think  an  employer  would  hold  a  job  for 
you  if  you  were  away  in  active  duty  training 
with  the  National  Guard  or  Reserves  for  three 
to  six  months? 

As  shown  in  Table  7-6A,  the  percentage  of  NPS  male  and  female 
respondents  who  thought  attending  Guard/Reserve  training  would 
lead  to  job  loss  were  quite  high,  50.8  and  60.9  percent,  respec¬ 
tively.  Compared  to  the  1981  data  (46.7  and  52.1  respectively), 
these  percentages  have  increased  significantly. 

TABLE  7-6A:  PERCENTAGE  OF  INDIVIDUALS  WITH  PARTICULAR 
PERCEPTIONS  REGARDING  THE  CONSEQUENCES  OF 
ATTENDING  GUARD/RESERVE  TRAINING  CAMP 


NPS  Sample 
Men 
Women 


PERCEPTION  OF  WHETHER  OR  NOT 
ATTENDING  GUARD/RESERVE 


TRAINING 


(  BASE  ) 

Yes 

(1129) 

50.8 

(1117) 

60.9 

EAD 

TO  JOB  LOSS 

No 

Don't 

Know 

41.9 

7.4 

33.7 

5.5 

•  • 


•  • 


The  perception  that  attending  the  training  camp  may  result  in 
job  loss  was  related  s i gn i f i can tl y  to  enlistment  propensity.  The 
data  which  show  this  appear  in  Table  7-6B. 


•  • 


TABLE  7-6B:  PERCENTAGE  OF  POSITIVE  PROPENSITY  INDIVIDUALS 
AMONG  THOSE  WHO  THINK  ATTENDING  SUARD/RE SERVE  TRAINING  CAMP 
WILL  AND  WILL  NOT  LEAD  TO  JOB  LOSS 


•  • 


PERCEPTION  THAT: 


Non-prior  service 
men 

Non-prior  service 
women 


di f ferent. 


(  p  <  .05  )  . 


JOB  WILL 

JOB  WILL 

(BASE  1 

BE  LOST 

NOT  BE  LOST 

(1117) 

15.9 

24.5* 

(1129) 

7.8 

16.0* 

though  t 

thei  r 

jobs  would 

be 

held,  24.5 

iensi  ty . 

Amo  ng 

those  who 

di  d 

not  think 

only  15 

.9  percent  had  posit 

ive  propen- 

are  sign 

i  f  i  c  a  n 

tly  differ 

ent . 

10  though 

t  thei 

r  jobs  wou 

Id  b 

e  hel d,  16.0 

>ensi  ty . 

But  among  their 

c  ou 

nterparts  who 

woul d  be 

held, 

only  7.8 

pe  rc 

ent  had 

:se  perce 

ntages 

are  al so 

s  i  gn 

i  f  icantly 

itage  of 

po  s  i  ti 

ve  propens 

i  ty 

i ndi vi dual s 

eve  thei 

r  jobs 

will  be  1 

ost 

and  those  who 

will  be 

lost  a 

re  s i g n i f i 

cantly  di  fferent 

•  • 


•  • 


«'•  *’■  . 
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Among  negative  propensity  NPS  individuals,  the  type  of  job  a 
respondent  felt  he  or  she  was  likely  to  hold,  affected  the  degree 
of  importance  placed  on  the  job  as  a  reason  for  not  enlisting  in 
the  Guard/Reserve.  As  seen  in  Table  7-7,  for  three  of  the  samples 
the  percentage  who  rated  their  job  as  a  very  or  somewhat  important 
reason  for  not  enlisting  was  higher  among  those  who  thought  they 
were  likely  to  work  at  a  desk  in  a  business  office  in  the  next  few 
years  than  among  those  who  thought  they  were  likely  to  work  as  a 
salesperson  or  in  a  factory.!) 


TABLE  7-7:  PERCENTAGE  OF  NEGATIVE  PROPENSITY  RESPONDEMTS 
RATING  PLANS  FOR  A  JOB  AS  A  VERY  OR  SOMEWHAT  IMPORTANT  REASON 
FOR  NOT  ENLISTING  BY  LIKELY  TYPE  OF  EMPLOYMENT 


TYPE  OF 

EMPLOYMENT  WHICH 

IS  LIKELY!) 

Desk 

in  an  Office 

Sales 

Factory  Work 

SAMPLE 

% 

(BASE  ) 

% 

(BASE ) 

% 

(BASE  ) 

Non- prior  service 
men 

83.2 

(  374  ) 

76.9 

(27  5  ) 

75.0 

(152) 

Non-prior  service 
wome  n 

71  .7 

(  S  3  3  ) 

70.4 

(  364) 

55.7 

(113) 

Prior  service 
men 

82.0 

(383  ) 

78.3 

(217) 

76.6 

(  299) 

Prior  service 
women 

69.7 

(210) 

73.3 

(106) 

71.8 

(37) 

1)  These  employment  categories  are  not  necessarily  mutually 
exclusive.  As  a  result,  significance  tests  have  not  been 
performed  on  these  data. 
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.2.3  Propen 


lation  to  Degree  of  Satisfaction 


in  Meeting  Financial  Meeds:  PS  Sample.  As  indicated  in  Table 
7-8,  the  percentage  of  PS  individuals  with  positive  propensity  is 
greater  among  those  who  are  very  or  somewhat  dissatisfied  with 
their  ability  to  meet  their  financial  needs  since  separation  than 
among  those  who  are  very  or  somewhat  satisfied.  For  PS  men,  the 
difference  between  these  percentages  is  statistically  significant; 
for  PS  women,  the  difference  between  the  comparable  percentages 
approaches  significance.1^  Those  in  need  of  greater  financial 
resources  tend  to  view  Guard/Reserve  enistment  more  positively. 

The  propensity  to  enlist  in  the  Guard/Reserve  seems  at  least 
partially  financially  motivated  for  PS  men,  and  a  similar  pattern 
is  evident  for  PS  women. 


a 

a 


TABLE  7-8:  PERCENTAGE  OF  POSITIVE  PROPENSITY  PS 
RESPONDENTS 

AMONG  THOSE  SATISFIED  AND  DISSATISFIED 
WITH  THEIR  ABILITY  TO  MEET  FINANCIAL  NEEDS 


SAMPLE 


Prior  service  men 
Prior  service  women 


DEGREE  OF  SATISFACTION 


Very  or 
Somewh  a  t 
Satisfied 


Very  or 
Somewh  a  t 
Di ssati sf i ed 


21.5  28.4* 

28.0  35.1 


*  Indicates  that  the  percentages  for  a  particular  sample  differ 
significantly  ( p  <  .05  ) . 

Any  reference  to  significance  or  approaching  significance 
refers  to  the  .05  level  of  significance. 


7.3  Perceived  Influence  of  Guard/Reserve  Enlistment  on  a  Civilian 

Job  and  the  Effect  of  Incentives  on  Propensity 

The  data  discussed  in  this  chapter  thus  far  indicate  that 
employment-related  factors  are  directly  associated  with  enlistment 
propensity.  Perceptions  of  the  influence  of  Guard/Reserve  partici¬ 
pation  on  one's  employment  may  also  have  an  impact  on  the  degree 
to  which  enlistment  incentives  increase  propensity. 

To  explore  this  issue,  respondents  were  divided  into  two 
groups:  those  who  felt  Guard/Reserve  participation  would  help 

with  a  civilian  job  and  those  who  did  not  believe  this  to  be  true. 
These  groups  were  then  compared  with  regard  to  the  degree  to  which 
a  particular  bonus  increased  their  propensity  above  the  base 
propensity  assessed  earlier  in  the  interview.  These  data  are 
presented  in  Table  7-9. 

In  all  but  one  comparison  (the  $1,000  tuition  assistance 
program  for  NPS  men),  bonuses  increased  enlistment  propensity 
significantly  more  for  NPS  individuals  who  thought  being  a  member 
of  the  Guard/Reserve  would  help  with  a  civilian  job  than  for  those 
who  did  not. 

The  cash  incentives  had  a  similar  effect  on  the  propensity  of 
the  PS  sample:  in  five  out  of  six  cases,  those  who  thought  Guard/ 
Reserve  membership  would  help  with  a  civilian  job  exhibited  a 
significantly  greater  increase  in  propensi ty  when  presented  with  a 
hypothetical  cash  bonus  than  did  others  who  did  not  share  this 
feeling.  This  effect  was  also  evident  to  a  lesser  degree  with 
hypothetical  tuition  assistance  programs  for  PS  women. 


TABLE  7-9:  THE  EFFECT  OF  THE  PERCEPTION  THAT  GUARD/RESERVE 


PARTICIPATION  WILL  OR  WILL  HOI  HELP  WITH  A  CIVILIAN  JOB 
- OtTTHE  IMFCOEHCE  OF  IHCEHrfVr? - 


CHANGE  IN  PERCENTAGE  WITH  POSITIVE  PROPENSITY1* 
MALES  _  FEMALES 


Guard/Reserve 

Guard/Reserve 

Guard/Reserve 

Guard/Reserve 

Membership 

Membership 

Membership 

Membership 

Will  Help 

Wi 1 1  Not  Hel p 

Will  Help 

Will  Not  Help 

MPS  SAMPLE 


BASE  (N) 

(534) 

(526) 

(509) 

(542) 

Baseline  Propensity 

28.7 

11.2 

18.3 

4.6 

■■■ 

Incentive 

$2 ,000  bonus 

+6.2* 

-1.6 

+13.8* 

+  3.6 

$3,000  bonus 

+15.4* 

+  3.0 

+20.1* 

+9.0 

$4,000  bonus 

+22.6* 

+  9.5 

+25.6* 

+  13.8 

Tuition  assistance 
annually  for  up  to 
four  years 

$1 ,000 

-2.2 

-4.9 

+8.2* 

+3.4 

$1,500 

+  5.1* 

-3.1 

+15.4* 

+6.9 

$2,000 

+15.4* 

+  3.3 

+19.8* 

+  10.5 

PS  SA^LE 

BASE  U) 

(410) 

(1276) 

(142) 

(379) 

Basel  i  ne  Propens i  ty 

49.3 

15.8 

45.8 

22.7 

■■■■ 

■■i 

Incentive 

$2,000  bonus 

+2.3 

+3.9 

+11.9* 

+  1.8 

$3,000  bonus 

+13.8* 

+  11.4 

+22.9* 

+  10.2 

$4,000  bonus 

+22.6* 

+  19.7 

+30.4* 

+  17.0 

Tuition  assistance 
annually  for  up  to 
four  years 

$1,000 

-4.2 

-0.8 

+0.5 

-0.9 

SI, 500 

+  5.3 

+4.6 

+15.4* 

+  4.3 

S2.000 

+  14.9 

+  12.5 

+23.6* 

+  12.7 

*  Indicates  a  significant  difference  in  the  increase  in  propensity  (p  <  .05)  between 
those  who  think  Guard/Reserve  membership  will  help  with  a  civilian  job  and  those  who 
do  not.  Significance  is  based  on  the  difference  between  the  average  absolute 
increases  in  propensity. 

1)  The  figures  represent  absolute  increases  in  propensity  from  the  standard  propensity 
measure.  For  example,  without  any  bonus  offer,  28.7  percent  of  the  NPS  male  sample 
had  positive  propensity.  When  a  $2,000  bonus  was  proposed,  the  percentage  with 
positive  propensity  increased  6.2  percent  to  34.9  percent. 
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In  summary,  individuals  who  think  Guard/Reserve  participation 
will  help  their  civilian  jobs  are  influenced  more  by  enlistment 
incentives  --  cash  in  particular  --  than  are  individuals  who  do 
not  feel  Guard/Reserve  membership  will  help  their  civilian  jobs. 
Because  work  plays  a  very  central  role  in  most  people's  lives  and 
because  unemployment  is  high,  individuals  who  feel  Guard/Reserve 
enlistment  will  not  help  (and  may  even  hurt)  their  jobs  are  not 
likely  to  consider  Guard/Reserve  enlistment.  Moreover,  because  of 
the  importance  of  work  and  tne  concern  about  unemployment  at  the 
present  time,  even  enlistment  incentives  will  not  subs '.anti  al  1  y 
affect  such  individuals'  propensity  to  enlist  in  the  Guard/ 
Reserve. 


•  • 


•  • 


•  • 
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7.4  Suraary  and  Implications 


Work  plays  a  major  role  in  the  lives  of  people.  Therefore, 
it  comes  as  no  surprise  that  for  men  and  women,  WPS  and  PS  alike, 
propensity  to  enlist  in  the  Gua rd/ Re se rve  is  linked  to  the  antici¬ 
pated  effect  that  a  decision  to  enlist  or  not  to  enlist  will  have 
on  their  working  life.  In  a  period  of  high  unemployment,  indivi¬ 
duals  are  probably  wary  of  taking  actions  which  may  jeopardize 
their  jobs.  Work-related  factors  are  so  important  that,  as 
discussed  in  the  preceding  pages,  whether  or  not  being  a  member  of 
the  Guard/Reserve  is  believed  to  help  with  a  civilian  job  appears 
to  influence  the  degree  to  which  hypothetical  cash  and  tuition- 
assistance  programs  increase  propensity.  Of  course,  many  other 
factors  may  also  affect  the  influence  of  incentive  programs. 


•  • 


•  • 


•  • 


•  • 


The  findings  discussed  in  this  chapter  indicate  that,  to  be 
maximally  effective,  informational  and  advertising  campaigns 
geared  to  increasing  Guard/Reserve  enlistment  must  deal  with  the 
concern  that  enlistment  would  threaten  employment  status.  Even  an 
individual  that  is  very  attracted  to  the  Guard/Reserve  will 
probably  not  enlist  if  that  individual  also  thinks  enlistment  will 
hurt  his  or  her  employment  status.  Ensuring  that  individuals 
receive  accurate  information  about  company  policies  toward  Guard/ 
Reserve  enlistment  as  well  as  about  civilian-employment  rights  is 
therefore  essential. 


•  • 


The  decrease  in  the  percentage  of  PS  respondents  who  are 
aware  of  co-employees  who  are  Guard/Reserve  members  is  of  concern. 
The  fact  that  over  50  percent  of  the  NPS  sample  feel  that  they 
will  lose  their  jobs  if  they  attended  a  Guard/Reserve  training 
camp  and  that  this  percentage  has  increased  significantly  from 
1981  to  1982  are  also  worrisome.  It  may  be  desirable,  at  this 
time,  to  review  the  communication  and  motivational  strategies 
being  used  with  employers.  A  review  would  involve  a  study  of  the 


•1 


nature  of  the  information  being  used,  the  incentives  for 
distributing  information,  the  efficacy  of  the  channels  being  used 
for  distribution  within  the  companies,  and  efforts  to  involve 
first  line  supervisors,  among  other  issues. 

A  breakdown  anywhere  in  this  information  chain  could  prevent 
employees  from  receiving  needed  information  about  their  employment 
rights  with  regard  to  Guard/keserve  participation  and  about  their 
company's  attitude  and  policy  regarding  such  participation.  The 
fact  that  the  percentage  of  PS  individuals  who  are  aware  of 
co-workers  being  Gua rd/ Reserve  members  has  declined  from  1981  to 
1982  and  that  approximately  50  percent  of  NPS  individuals  think 
they  will  lose  their  jobs  for  attending  a  Gua rd/ Reserve  training 
camp,  indicates  that  this  information  chain  may  have  a  faulty 
link.  This  weak  point  needs  to  be  identified  and  the  cause  of  its 
weakness  needs  to  be  addressed  so  that  employees  will  receive 
needed  information. 


8.0  THE  RELATIONSHIP  OF  PROPENSITY  TO  JOIN  THE  GUARD/RESERVE 
AHD  NUMBER  OF  RESPONSIBILITIES  AND  OBLIGATIONS 


Analyses  from  previous  RCAS  waves  have  demonstrated  that, 
overall,  incentive  programs  affect  propensity  positively.  Data 
presented  in  Chapters  5  and  7  suggest,  however,  that  there  are 
certain  barriers  to  enlistment  that  substantially  lessen  the  impact 
of  incentive  programs.  The  purpose  of  this  chapter  is  to  investi¬ 
gate  another  potential  barrier  to  enlistment:  total  number  of 
financial  and  family  responsibilities/obligations.1)  In  Chapter  8, 
the  effect  of  this  barrier  on  the  four  samples  --  NPS  men,  NPS 
women,  PS  men  and  PS  women  --  will  be  explored.  Also  to  be 
examined  is  whether  or  not  incentive  programs  can  be  designed  and 
positioned  to  overcome  the  r es po ns i b i 1 i ti es/ obi i ga t i o ns  barrier 
and,  in  doing  so,  attract  otherwise  negative  propensity,  high 
quality  individuals  to  the  Gua rd/ Rese rve . 


8.1  The  Enlistment  Propensity  Model  and  Responsibilities/ 

Obi i gati ons 

This  discussion  of  the  relationship  of  incentives,  responsi¬ 
bilities/obligations  and  propensity  is  set  in  the  framework  of  the 
decision  model  of  enlistment  propensity  developed  in  the  baseline 
RCAS  and  replicated  in  later  waves.  Simply  put,  enlistment  propen¬ 
sity  is  seen  as  the  result  of  a  decision  process  in  which  the 
attractions  of  Gua r d/ Re se rve  service,  such  as  additional  cash,  are 
balanced  against  perceived  losses  and  opportunity  costs. 


A  complete  list  of  specific  items  that  comprise  this  scale  can 
be  found  in  Appendix  C. 


8.1.1  The  Relationship  of  Responsibilities/Obligations  and 

Propensi ty .  The  role  of  r espo ns i b i  1  i ti es/ obi i ga ti ons  in  the  indivi 
dual's  enlistment  decision  is  likely  to  be  complex,  involving  two 
opposing  tendencies: 

•  As  the  individual's  responsibilities/obligations  increase 
he  or  she  may  become  more  amenable  to  programs  such  as 
the  Guard/Reserve  that  provide  cash  that  will  help 
discharge  those  responsibilities  and  obligations. 

•  As  the  individual's  r es po ns i b i  1  i t i es/ obi i ga t i ons  increase 
his  or  her  interest  in  the  Guard/Reserve  may  decrease  due 
to  concern  over  the  opportunity  costs  of  enlistment, 
especially  loss  of  opportunities  for  personal  or  family 
time,  which  may  already  be  at  a  premium. 


To  measure  the  need  for  additional  income,  two  factors  -- 
working  more  than  48  hours  a  week  and  looking  for  a  second  job  -- 
were  examined.  As  shown  in  Figure  8-1,  as  responsibilities/ 
obligations  increase,  individuals  are  more  likely  to  be  working 
more  than  48  hours  a  week  or  looking  for  a  second  job.  This  would 
suggest  that,  all  else  being  equal,  individuals  with  many 
responsibilities/obligations  may  be  especially  amenable  to  the 
Gua  rd/ Re  se  rve  because  it  will  provide  them  with  additional  income. 

As  shown  in  Figure  8-2,  however,  as  responsibilities/obliga¬ 
tions  increase,  individuals  are  more  likely  to  be  concerned  that 
Guard/r'>,erve  enlistment  would  result  in  a  loss  of  family  time. 

This  would  suggest  that,  all  else  being  equal,  individuals  with 
many  r es po n $ i b i 1 i t i e s / ob 1 i ga t i o n s  may  not  be  especially  amenable  to 
giving  up  time  for  the  Gua rd/ Re se rv e  that  could  be  spent  with  one's 


Number  of  ResponsiblUties/Obligations 


Measured  by  degree  of  concern  that  Guard/Reserve  enlistment  will 
be  associated  with  a  loss  of  time  with  family  and  friends. 


Given  these  two  opposing  tendencies,  whether  a  person  with 


many  responsibilities/obligations  will  be  attracted  to  the  Guard/ 
Reserve  or  not  will  depend  on  the  relative  importance  he  or  she 
assigns  to  additional  income  and  to  loss  of  family  time. 


8.1.2  The  Relationship  of  Responsibil ities/Obl igatf ons  and 
Receptivity  to  Financial  Incentives.  Given  the  conflict  between 
additional  income  and  additional  family  time  among  individuals  with 
many  r espo ns i b i 1 i ti es/ odI i ga t i ons ,  the  relationship  between  recep¬ 
tivity  to  enlistment  incentives  and  r es po ns i b i 1 i t i es /obi i ga t i o ns  is 
not  intuitively  obvious.  It  is  possible  that  as  responsibilities/ 
obligations  increase,  the  need  for  additional  income  and  additional 
free  time  completely  offset  one  another  resulting  in  Gua rd/ Reserve 
enlistment  incentives  being  valued  equally  by  individuals  at  all 
responsibility /obligati on  levels.  If  this  were  the  case,  a  finan¬ 
cial  incentive  would  simply  increase  the  percentage  of  positive 
propensity  men  and  women  at  each  level  of  responsibilities/ 
obligations.  (See  Figure  8-3  --  "Undifferentiated  Effect.") 

An  alternate,  equally  plausible  scenario  is  that,  because  of 
greater  financial  need,  those  with  many  r es po ns i b i 1 i t i es /ob 1 i ga- 
tions  are  more  receptive  than  those  with  few  responsibilities/ob¬ 
ligations  to  the  same  financial  incentives.  If  this  were  the  case, 
a  given  incentive  would  increase  the  propensity  of  individuals  with 
many  responsibilities/obligations  even  more  than  the  propensity 
among  individuals  with  few  responsibilities/obligations.  (See 
Figure  8-3  --  "Differentiated  Effect.")  This  outcome  would  be  of 
particular  interest  if  men  and  women  with  many  responsibilities/ 
obligations  have  a  low  level  of  propensity  without  an  incentive, 
but  are  of  particular  value  to  the  Gua rd/ Re se rve  because  they  are 
more  mature  and  have  more  settled  lifestyles.  If  this  were  the 
case,  incentive  programs  could  be  designed  and  positioned  to  in¬ 
crease  enlistments  among  these  more  mature  individuals. 


Obi igations 


We  may  now  investigate  the  relationship  between  propensity, 
the  number  of  individuals'1  responsibilities/obl  igations,  and 
whether  or  not  particular  incentive  programs  are  differentially 
attractive  to  individuals  with  different  levels  of  responsi- 
bil i ties/obligations. 

The  relationship  between  propensity  and  number  of  responsi¬ 
bilities/obligations  for  each  sample  is  presented  in  Figure  8-4. 

As  depicted  in  this  figure,  propensity  descreases  as  responsibili¬ 
ties/obligations  increase.  The  propensity  to  enlist  in  the 
Guard/Reserve  for  the  quartile  (roughly  25  percent)  of  respondents 
in  each  sample  with  the  fewest  res ponsibili ties/obligations  and  the 
propensity  for  the  quartile  (roughly  25  percent)  with  the  most 
responsibilities/obligations  are  presented  in  Table  8-1.  As  can  be 
seen  in  Figure  3-4  and  Table  8-1,  among  both  NPS  men  and  WPS  women, 
propensity  is  significantly  greater  among  those  with  the  fewest 
responsibilities/obligations  compared  to  those  with  the  most 
responsibilities/obligations.  The  same  tendency  is  apparent  among 
PS  women  (the  difference  approaches  significance). 


FIGURE  8-4:  THE  RELATION  BETWEEN  PROPENSITY 
AMO  NUMBER  OF  RE SPOMS I  Bit  I TIES/ OBLIGATIONS 


Res pons 1 bll Ities/Obl igations 
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TABLE  8-1:  PERCENTAGE  OF  RESPONDENTS  WITH  THE 
FEWEST  AMD  MOST  RESPONSIBILITIES/OBLIGATIONS  •  • 

HAVING  POSITIVE  PROPENSITY 


OBLIGATIONS/RESPONSIBILITIES  GROUPS 


SAMPLE 

F  ewe  s  t 

Most 

Non-prior  service  men 

29.4  * 

11.5 

Non-prior  service  women 

13.8  * 

5.5 

Prior  service  men 

25.5 

22  .0 

Prior  se rv i c e  women 

35.2 

23.2 

These  data  suggest  that  with  no  incentive  program,  respondents 
with  more  responsi bi 1 i ti es/obl i gations  give  greater  weight  to  the 
opportunity  cost  of  Guard/Reserve  service  than  to  its  financial 
benefits.  This  pattern  does  not  hold  for  PS  men,  however;  their 
relative  weighting  of  costs  and  attractions  is  unaffected  by  the 
number  of  their  r es po ns i b i 1 i ti e s/ob 1 i ga t i ons  --  whether  because  of 
their  military  acculturation,  their  maturity,  or  other  factors  such 
as  perceiving  Guard/Reserve  pa rt  i  c  i  pa t i on  as  a  way  to  meet  their 
obligations  through  retirement  planning,  for  example. 


.  • 


•  • 


Indicates  that  the  percentage  with  positive  propensity  is 

significantly  higher  than  that  in  the  adjoining  column.  •  • 
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As  indicated  earlier  in  this  chapter,  being  able  to  design  an 
incentive  program  that  would  not  only  increase  the  number  of  indivi 
duals  interested  in  Gua rd/Rese rve  enlistment  but  that  would  attract 
mature,  settled  individuals  (who  tend  to  have  many  responsibil¬ 
ities/obligations)  to  Guard/Reserve  service  is  particularly  useful. 
Table  8-2  snows  the  percentage  of  members  of  each  NPS  demographic 
segment  in  the  group  with  the  fewest  r es po ns i b i 1 i t i es /ob 1 i ga t i ons 
and  the  percentage  in  the  group  with  the  most  responsibilities/ 
obligations.  The  data  indicate  that  Marrieds  --  mature,  educated, 
nonminority  individuals  --  are  greatly  over-represented  in  the 
segment  with  the  most  responsibilities/obligations,  and,  as  can  be 
seen  in  Figure  8-5,  men  (PS  and  NPS  alike)  with  many  responsibili¬ 
ties/obligations  are  especially  receptive  to  enlistment  bonuses. 
(Figure  8-5  depicts  the  difference  in  the  percentage  of  positive 
propensity  individuals  in  the  groups  with  the  fewest  and  the  most 
ooligations  at  various  levels  of  cash  enlistment  bonuses  (SO, 
$2,000,  53,000,  and  $4,000).)  Several  major  effects  may  be  seen  in 
Figure  3-5. 

TABLE  8-2:  DISTRIBUTION  OF  THE  FIVE  HPS  SEGMENTS  AMONG 
RESPONSIBILITIES/OBLIGATIONS  GROUPS 


NPS  SAMPLE /GROUP 


Responsibilities/ 


ations 


Fewest 


Responsibilities/ 


ations  Grou 


Fewest 


_  SEGMENT _ _ 

Working  High 

Total  Singles  Schoolers  Collegiates  Marrieds  Others 


First,  the  incentive  programs  studied  decrease  the  degree  to 
which  the  propensity  among  males  with  few  res po ns i bi 1 i ti es /obi i ga- 
tions  exceeds  the  propensity  among  those  with  many  responsibili¬ 
ties/obligations.  In  fact,  under  the  cash  incentive  programs  the 
propensity  of  PS  men  with  few  responsibilities/obligations  is  even 
1  ower  than  the  propensity  of  those  with  many  responsibilities/ 
obligations.  This  result  is  congruent  with  the  earlier  suggestion 
that  as  responsibilities/obligations  increase,  PS  men,  in  particu¬ 
lar,  may  give  greater  weight  (compared  to  the  NPS  samples  and  the 
PS  women)  to  Gua rd/ P e se rve  financial  attractions  than  to  perceived 
opportuni ty  costs . 

S.cond,  women  with  many  responsibilities/obligations  seem  to 
weight  the  opportunity  costs  of  Guard/Reserve  service  so  highly  com¬ 
pared  to  its  financial  attractions  that  increases  in  the  Guard/ 
Reserve's  financial  attractions  have  little  impact  on  their  propen¬ 
sity. 

Cultural  factors  may  be  among  the  reasons  that  men  and  women 
with  many  responsibilities/obligations  respond  differently  to 
enlistment  incentives.  Such  factors  may  influence  the  importance 
attributed  to  certain  responsibilities  as  well  as  the  behavioral 
implications  of  certain  responsibilities.  For  example,  the  rela¬ 
tive  importance  the  individual  assigns  to  the  desire  for  additional 
cash  and  to  the  perceived  opportunity  cost  of  Gua rd/ Rese rve  enlist¬ 
ment  may  be  affected  by  cultural  factors.  Referring  back  to 
Figure  8-1,  it  appears  that  men's  desire  to  work  for  additional 
cash  increases  steadily  as  responsibilities/obligations  increase. 
Since  women  are  still  generally  expected  to  act  as  homemakers  and 
caretakers,  the  relationship  between  the  working  for  additional 
cash  and  number  of  responsibilities/obligations  is  neither  as 
strong  nor  as  regulr  among  women.  Indeed,  the  figure  suggests 
that,  among  NPS  women,  once  responsibilities/obligations  reach  a 
certain  level,  women  are  less  likely  to  work  for  additional  cash. 


•  I 


•  I 


•  « 


.«  4 


•  « 


Furthermore,  as  shown  in  Figure  8-2  the  concern  that  G ua rd/ Re se rve 
service  will  interfere  with  family  time  is  greater  among  women  who 
have  many  responsibilities/obligations  than  among  similar  men. 

Given  these  findings,  it  is  not  surprising  that  men  with  many 
responsibilities/obligations  appear  to  be  more  responsive  than 
women  to  additional  cash,  and  less  affected  by  loss  of  opportuni¬ 
ties  for  family  contact. 

In  contrast  to  women  with  many  responsibilities/obligations, 
those  with  few  responsiblities/obligations  are  attracted  even  more 
strongly  to  the  Gua rd/ Rese rve  as  financial  incentives  are 
increased.  (This  result  is  congruent  with  analyses  presented  in 
earlier  RCAS  reports  indicating  that  positive  propensity  women 
without  immediate  ties  to  family,  school,  or  a  job  are  attracted  to 
the  Guard/Reserve  as  an  exciting,  "time-out"  opportunity.)  Only 
these  women  with  few  responsibilities/obligations  appear  to  feel 
that  they  have  enough  personal  freedom  to  be  receptive  to  Guard/ 
Reserve  service  initially  as  well  as  to  be  even  more  receptive  to 
Guard/Reserve  service  when  financial  attractions  are  increased. 


8.3  SuHiary  and  Implications 


Taken  as  a  whole,  the  results  presented  in  this  chapter 
indicate  that: 

•  The  number  of  r es po ns i b i 1 i t i e s/ ob 1 i g a t i o ns  felt  by  an 
individual  do  affect  his  or  her  propensity. 

•  Responsiveness  to  incentive  programs  is  also  affected  by 
the  number  of  r e s po ns i b i 1 i t i es/ ob 1 i ga t i o ns  felt  by  the 

i  n  d  i  v  i  d  u  a  1  . 

•  financial  incentive  programs  do  have  the  potential  of 
enhancing  the  propensity  of  men  with  many  responsi¬ 
bilities/obligations,  who  might  not  otherwise  be 
attracted  to  the  Guard/Reserve.  This  potential  may  be 
realized  if  incentives  and  Gua rd/ Re se rv e  enlistment  are 
explicitly  positioned  as  ways  of  alleviating  the  finan¬ 
cial  pressures  of  increasing  r espo ns i b i 1 i ti e s/ o b liga¬ 
tions. 

•  Financial  incentive  programs  are,  however,  also  likely  to 
increase  the  a t tr a c t i ven es s  of  the  Gua r d/ Re se r ve  to  women 
with  few  r e s po ns i b i 1 i t i es/ ob 1 i ga t i o ns ,  more  than  to  those 
with  many  r e s po n s i b i 1 i t i e s / o b 1 i ga t i o n s .  Other  incentive 
programs  may  be  necessary  to  reach  women  with  many 
responsibili ties/obl igations. 
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SUMMARY  OF  RCAS  FINDINGS  AND  RECOMMENDATIONS 


Introducti on 


The  Reserve  Component  Attitude  Study  (RCAS)  which  Associates 
for  Research  in  Behavior  (ARBOR),  Inc.  has  conducted  annually  from 
1978  to  the  present  has  shed  considerable  light  on  many  issues 
relevant  to  enhancing  the  number  and  quality  of  National  Guard  and 
Reserve  Forces  ( Gua rd/ Rese rve )  accessions.  Enlistment  propensity 
in  the  Gua r d/Rese rve  has  been  tracked  from  year  to  year,  and 
characteristics  of  individuals  with  positive  and  negative  enlist¬ 
ment  propensities  have  been  explored.  Other  issues  such  as 
barriers  to  enlistment,  relative  efficacy  of  incentives,  reactions 
to  a  mandatory  National  Training  Requirement,  degree  of  differen¬ 
tiation  between  the  Gua rd/ Re se rve  and  the  Active  Military,  as  well 
as  concerns  of  women  about  enlistment  have  also  been  addressed. 
Although  many  other  issues  have  been  researched  by  ARBOR  over  the 
preceding  years,  space  does  not  permit  discussion  of  them  all. 

The  purpose  of  this  summary  is  to  discuss  some  of  the  more  impor¬ 
tant  findings  and  recommendations  from  previous  RCAS  waves. 

Often  different  substantive  issues  were  addressed  in  differ¬ 
ent  RCAS  waves.  Therefore,  a  topic  given  considerable  attention 
in  any  one  wave  of  the  study  may  be  given  less  attention  in  later 
waves  or  may  not  be  dealt  with  at  all  in  subsequent  waves.  It 
should  be  kept  in  mind  that  the  recommendations  discussed  in  this 
Appendix  were  based  on  data  from  specific  previous  years.  Conse¬ 
quently,  while  all  recommendations  were  applicable  at  the  time 
they  were  made,  some  of  the  recommendations  may  no  longer  be 
applicable  while  others  may  still  be  relevant. 


Differentiation  Between  the  Active  Military  and  the  National  Guard 
or  Reserves 

Probl eg.  Before  an  individual  decides  to  join  the  Guard/ 
Reserve  he  or  she  must  be  aware  of  its  existence,  and  all  else 
being  equal,  must  prefer  the  Gua rd/ Re se rve  over  other  available 
options.  Consequently,  awareness  of  the  Guard/Reserve  and  differ- 
entiation  of  it  from  the  Active  Forces  are  important. 

Relevant  Results  (1978  and  1979  RCAS).  The  following  results 
from  the  1978  and  1979  RCAS  indicate  that  respondents  were  only 
vaguely  aware  of  the  differences  between  the  Guard/Reserve  and  the 
Active  Military  Forces. 

Over  75  percent  of  all  respondents  remembered  seeing 
advertising  for  the  military  in  the  three  months 
preceding  the  survey,  but  only  20  to  30  percent  of  the 
men  and  women  sampled  recalled  advertisements  specifi¬ 
cally  for  the  Gua rd/ Re se rv e . 

Few  respondents  knew  that  Guard/Reserve  service  entails 
a  six-year  obligation.  Requirements  of  the  Active 
Military  (two  to  three  years  of  active  duty)  were 
commonly  believed  to  be  c  h  a  r  ac  t  e  r  i  s  t  i  c  of  the  Guard/ 
Reserve  as  well. 

Enlistment  propensity  in  the  Gu  a  r  d/ Re  s  e  rv  e  was  highly 
correlated  with  that  in  the  Active  Military,  indicating 
that  individuals  do  not  differentiate  between  the  two. 

Those  who  had  indicated  a  positive  propensity  to  join 
the  Gua rd/ Re se rv e  and  actually  joined  the  military 
enlisted  in  the  Active  Forces;  not  in  the  Guard/Reserve. 


Reconendati  ons . 


1.  Gua rd/ Rese rve  service  should  be  distinguished  from 
Active  Forces  service  prior  to  a  potential  enlistee’s 
decision  to  join  the  military.  Powerful  broad-based 
campaigns  should  highlight  specific  ch a r ac ter i s t i c s  of 
the  Guard/Reserve  that  differentiate  it  from  the  Active 
Forces. 

2.  The  Gua rd/ Reserve  should  be  positioned  as  a  1 oc  al , 
part-ti  me ,  dedicated  force  with  community  service 
functions. 

3.  Current  Guardsmen  and  Reservists  should  be  encouraged  to 
introduce  friends  to  the  unique  opportunities  in  the 
Guard/Reserve.  Perhaps  individuals  currently  in  the 

Gua rd/ Reserve  who  introduce  a  new  enlistee  to  the  Guard/ 
Reserve  should  be  given  a  bonus  of  some  kind. 


Differentiating  Individuals  Who  Prefer  the  Active  Forces  and  Those 
Who  Prefer  Guard/Reserve  Service 

Probl ea.  Individuals  interested  in  joining  the  military  must 
decide  between  the  Active  Forces  and  the  Guard/Reserve.  Some  poten¬ 
tial  enlistees  may  prefer  the  Active  Forces,  others  may  prefer  the 
Guard/Reserve,  while  others  may  be  equally  attracted  to  both.  From 
a  recruiting  perspective,  determining  who  these  three  different 
groups  of  people  are  and  if  they  have  distinguishing  characteristics 
is  important  for  designing  effective  recruiting  and  accession  poli¬ 
cies.  If  those  individuals  who  prefer  Guard/Reserve  service  are 
distinct  from  those  who  prefer  Active  Military  service,  effective 
Guard/Reserve  marketing  strategies  can  be  designed  so  not  to  inter¬ 
fere  and  overlap  with  Active  Forces  marketing  strategies. 

Relevant  Results  (1980  RCAS).  Demographic  characteristics  of 
NPS  and  PS  samples  who  preferred  one  form  of  service  to  another 
were  analyzed  in  the  1980  RCAS  wave.  Overall,  the  individuals  who 
preferred  one  form  of  service  to  another  appeared  quite  similar. 

A  few  differences  among  the  NPS  female  and  PS  male  samples  were 
evident,  however. 

The  key  results  of  the  analyses  designed  to  distinguish  those 
who  prefer  the  Guard/Reserve  to  the  Active  Forces  or  vice  versa 
are  presented  below: 

There  were  n_o  demographic  characteristics  of  NPS  males 
that  were  significant  differentiators  between  those  who 
preferred  one  type  of  service  to  the  other. 

Among  NPS  women,  those  who  preferred  the  Guard/Reserve 
to  the  Active  Forces: 

•  Were  slightly  older, 

•  Were  more  likely  to  be  white, 

•  Reported  higher  high  school  grades,  and 

•  Had  greater  educational  attainment. 
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Among  PS  men,  those  who  preferred  the  Guard/Reserve  to 
the  Active  Forces: 

•  Had  greater  educational  attainment, 

•  Were  more  likely  to  know  their  mother's  educational 
attai nment , 

•  Had  mothers  with  higher  educational  attainment,  and 

•  Were  more  likely  to  be  attending  school. 

There  were  no  significant  demographic  differences 
between  PS  women  who  preferred  the  Guard/Reserve  to  the 
Active  Forces  or  vice  versa. 

Additional  analyses  indicated  that  PS  individuals  who  were  more 
satisfied  with  their  military  experience  were  more  likely  to 
prefer  to  re-enlist  in  the  Active  Forces  than  PS  individuals  who 
were  less  satisfied. 


Recowendations.  Preference  for  the  Guard/Reserve  may  be 
enhanced  and  a  definite  market  for  Guard/Reserve  enlistment  may 
emerge  if  efforts  are  made  to  distinguish  service  in  the  Guard/ 
Reserve  from  that  in  the  Active  Forces.  (As  indicated  earlier, 
individuals  tend  not  to  understand  how  the  Gua rd/ Re se rve  and 
Active  Forces  differ.)  Afterall,  if  individuals  are  not  really 
aware  of  the  difference  between  the  Active  Forces  and  the 
Gua rd/ Rese rve ,  there  is  no  reason  to  expect  different  types  of 
people  to  be  more  attracted  to  one  or  another  and,  therefore,  for 
distinct  markets  to  exist.  One  way  of  accomplishing  a  differentia 
tion  between  the  Active  Forces  and  the  Gua rd/Rese rve  would  be  by 
stressing  the  positive  attributes  of  service  that  are  unique  to 
Gua rd/ Re se rve  service. 
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Barriers  to  Enlistment 


P rob! £■ .  Some  individuals  may  not  enlist  in  the  Guard/ 

Reserve  not  because  they  are  uninterested  in  enlisting,  but 
because  of  barriers  created  by  the  existing  structure  of  the 
Gua r d/ Re se rve .  Examples  of  potential  barriers  would  be  Guard/ 
Reserve  training  and  duty  requirements  that  conflict  with  academic- 
and  employment  commitments,  distance  to  the  nearest  Guard/Reserve 
unit,  lack  of  or  inaccurate  information  about  one's  ability  to 
transfer  or  go  inactive,  inability  to  find  an  opening  compatible 
with  one's  skills,  and  fears  that  one's  employer  will  react 
negatively  to  participation  in  the  Gua r d/ Re se rve  . 


Relevant  Results  (1979  and  1981  RCAS).  When  individuals  who 
had  certain  school,  employment,  and  health  limitations  that 
prevented  them  from  considering  enlistment  were  deleted  from  the 
potential  pool  in  the  1979  RCAS,  the  percentage  of  positive 
propensity  NPS  males,  NPS  females,  and  male  veterans  declined  to 
3.9,  2.9  and  3.8  percent  of  the  respective  samples.  These 
percentages  contrast  markedly  with  the  percentages  with  positive 
propensity  if  these  individuals  are  not  excluded  (19.7,  8.8,  and 
2 U . 4  percent,  respectively).  Other  data  on  barriers  that  have 
been  discussed  are  presented  below. 

Data  from  the  1981  RCAS  showed  that  30  percent  of  the 
males  and  38  percent  of  the  females  sampled  either 
thought  there  was  not  a  unit  close  enough  for  them  to 
join  or  simply  did  not  know  whether  there  was  one  or 
not. 

In  the  1981  RCAS,  a  study  was  made  of  the  reported  experi¬ 
ences  of  PS  respondents  who  tried  to  find  a  Gua rd/Re se rve 
unit  and  actually  found  one.  It  was  found  that  only  41 
percent  of  those  PS  males  and  28  percent  of  those  PS 
females  reported  finding  an  opening  to  fit  their  skills. 
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Approximately  20  percent  of  those  surveyed  in  the  1981 
RCAS  did  not  believe  they  would  be  allowed  to  transfer 
to  another  unit  or  to  go  inactive  if  they  moved,  and  an 
additional  30  percent  simply  did  not  know  what  the 
relevant  policies  were. 

PS  individuals  who  felt  their  company  had  a  positive 
policy  regarding  Guard/Reserve  participation  were  more 
likely  to  have  positive  enlistment  propensity  than 
others  who  did  not  believe  their  company  would  look 
favorably  upon  Guard/Reserve  participation  (1979  RCAS). 
However,  only  about  one-half  of  the  sample  felt  that 
their  employers  would  respond  positively  to  employee 
participation  in  the  Guar d/ Rese rve .  These  findings  have 
remained  consistent  in  subsequent  years. 


RecoMendations. 

1.  Increase  support  of  the  Guard/Reserve  by  industry. 

Referrals  between  the  Guard/Reserve  and  industry  and 
placement  of  Guard/Reserve  enlistees  in  companies  should 
be  encouraged. 


•  • 


•  • 


•  • 


Encourage  positively  inclined  companies  to  have  first 
line  supervisors  convey  relevant  company  policies 
regarding  service  in  the  Gua  rd/ Re  se  rve  to  employees. 


Interested  PS  individuals  who  cannot  find  an  opening  in 
a  nearby  Gua rd/ Reserve  unit  should  be  encouraged  to 
check  back  later  to  see  if  an  opening  has  become  avail¬ 
able  or  should  be  contacted  directly  in  the  event  of  a 
relevant  opening.  Recruiters  making  contact  with  other 
units  in  the  area  to  see  if  a  relevant  position  is 
available  may  also  prove  helpful. 


Information  campaigns  dealing  with  the  locations  of 
Guard/Reserve  units  within  a  specific  geographic  area 
and  with  an  enlistee's  ability  to  transfer  or  go 
inactive  if  the  individual  moves  to  another  location  may 
help  alleviate  barriers  created  by  lack  of  accurate 
i nf o  rma  ti on . 


Finding  Distinct  Market  Segments 


Proble*.  If  different  market  segments  can  be  identified,  a 
if  they  are  each  of  substantial  size,  specific  advertising 
campaigns  can  be  designed  to  tap  each  subgroup  most  effectively, 
compared  to  a  single  broad  based  campaign. 


Relevant  Results  (1980  RCAS). 


Based  on  variables  such  as  age,  marital  status,  and 
education,  five  different  clusters  were  found  among  NPS 
individuals  when  the  1980  RCAS  was  analyzed:  "Working 
singles,"  "Marri eds , "  "High  schoolers,"  "Col  1  eg i ates , " 
and  "Others."  These  clusters  differed  from  one  another 
in  propensity  to  enlist  in  the  Guard/Reserve  as  well  as 
in  attitudinal  variables.  The  strategies  that  results 
indicated  might  be  most  effective  in  recruiting  each 
specific  group  have  been  highlighted  above. 


Recowendati ons .  Based  on  ARBOR's  findings  that  NPS  indivi¬ 
duals  can  be  divided  in  to  five  different  market  segments  with 
distinct  and  identifiable  characteristics,  the  following  recom¬ 
mendations  were  made: 


For  the  group  characterized  as  "Working  singles,"  stres 
that  the  Guard/Reserve  is  a  route  to  vocational  self- 
actualization  and  self-improvement.  In  other  words, 
focus  on  the  ideas  that  being  a  member  of  the  Guard/ 
Reserve  is  a  source  of  pride,  that  it  can  help  one 
obtain  one's  life  goals  and  that  it  will  be  a  valuable 
experience  that  any  future  prospective  employer  would 
look  upon  favorably. 


For  the  market  segment  who  are  "High  schoolers,"  themes 
such  as  gaining  maturity  an^  achieving  important  life 
goals  may  be  especially  effective. 

A  higher  percentage  of  "Col  1 egi ates"  may  be  drawn  to  the 
Guard/Reserve  if  recruiting  efforts  directed  toward  them 
highlight  the  opportunity  to  learn  and  exercise  leader¬ 
ship  in  the  Guard/Reserve. 

"Others"  may  become  even  more  attracted  to  Guard/Reserve 
if  efforts  to  recruit  members  from  this  group  focus  on 
the  fact  that  the  Gua rd/ Reserve  is  a  good  place  to  meet 
other  similar  people  and  the  fact  that  many  of  their 
friends  may  already  be  Gua rd/ Rese rve  members. 

Lastly,  the  group  characterized  as  "Marrieds"  might  be 
increasingly  likely  to  enlist  if  advertisements  geared 
to  them  deal  with  the  positive  support  they  may  get  from 
their  spouse  for  joining  the  Gua rd/ Re se rve . 


Iapact  of  Enlistment  Incentives 


Problem.  If  the  quantity  and  quality  of  current  Guard/ 
Reserve  enlistees  is  not  optimal,  what  can  be  done  to  increase 
either  the  quantity  or  quality  of  accessions? 


Relevant  Results  (1980  and  1981  RCAS). 

The  two  major  types  of  incentives  that  have  been  investi 
gated  in  the  RCAS  are  cash  bonuses  and  tuition  assis¬ 
tance  programs.  Respondents  were  asked  how  likely  they 
would  be  to  enlist  under  these  various  incentive 
programs  and  their  propensity  to  enlist  was  compared  to 
what  it  was  without  the  hypothetical  incentive  program. 
Different  subgroups  of  the  PS  personnel  responded  to 
incentives  differently  (1981  RCAS).  For  example,  from 
among  the  various  IPS  subgroups,  those  influenced  most  by 
a  hypothetical  cash  bonus  of  $4,000  were  generally 
"Middle  class  whites."  Overall,  incentive  programs 
resulted  in  more  highly  educated  PS  individuals  having  a 
positive  propensity  toward  Gua  rd/ Re  serve  enlistment. 

The  hypothetical  bonus  programs  affected  the  size  but 
not  the  composition  of  the  NPS  pool  of  positively 
inclined  individuals.  Those  who  became  more  positively 
inclined  to  Guard/  Reserve  enlistment  under  bonus 
programs  were  more  similar  to  those  individuals  who 
initially  had  a  positive  propensity  to  enlist  than  to 
others  who  did  not  have  a  positive  propensity  to  enlist 
and  who  were  not  significantly  influenced  by  the 
hypothetical  incentive  programs. 


Findings  from  the  1980  RCAS  indicated  that  low  interest 
government  loans  may  be  as  effective  as  cash  bonuses  in 
increasing  enlistment  propensity.  Results  also  indi¬ 
cated  that  individuals  who  responded  positively  to  one 
set  of  incentives  such  as  tuition  assistance  or  cash 
bonuses  also  responded  positively  to  low  interest  loans 

RecoMaendations. 

1.  Use  incentives  such  as  cash  bonuses  to  raise  the  number 
and  educational  level  of  the  NPS  individuals  interested 
in  the  Gua rd/ Reserve  . 

2 .  Field-test  the  relative  efficacy  of  low  interest 
government  loans  versus  cash  incentives. 
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Reactions  to  a  Potential  National  Service  Requirement 


Probl em.  A  National  Service  Requirement  is  another  potential 
method  of  increasing  accessions  in  the  Guard/Reserve,  as  well  as 
in  other  branches  of  the  military.  It  is  important  to  determine, 
however,  if  such  a  requirement  would  be  regarded  positively  or 
negatively,  and  if  it  would,  in  fact,  increase  the  number  and 
quality  of  Gua r d/ Rese rve  enlistees. 


Relevant  Results  (1978  RCAS).  RCAS  respondents  have  been 
asked  their  feelings  about  a  National  Service  Requirement  and 
about  various  ways  of  filling  it.  Results  showed  that  if  ways  of 
fulfilling  the  requirement  were  viewed  as  military-oriented,  the 
demographic  characteristics  of  those  who  favored  such  a  requisite 
did  not  differ  substantially  from  those  of  respondents  who  already 
had  a  high  enlistment  propensity.  On  the  other  hand,  when  some 
options  for  fulfilling  the  proposed  National  Service  Requirement 
focused  around  community  service,  more  highly  educated  and  older 
individuals  responded  positively. 


Recomendati  on , 


If  a  National  Service  Requirement  were  imposed,  it 
should  not  be  positioned  solely  as  a  means  of  filling 
military  quotas.  More  specifically,  if  the  Guard./ 
Reserve  is  to  attract  more  individuals  through  the 
imposition  of  a  National  Service  Requirement,  the  Guard/ 
Reserve  should  be  positioned  as  a  community-oriented 
organiza  tion. 


Moaen's  Issues  and  the  Hilitar 
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1 

Probl ea.  Successful  recruiting  for  today's  Gua rd/ Re se rve 
requires  effective  accession  policies  for  women  as  well  as  men. 

In  this  light,  it  is  important  to  determine  in  what  way  recruiting 
efforts  directed  at  women  should  differ,  if  at  all,  from  those 
di rected  at  men . 


Relevant  Results  (1978  RCAS).  Results  showed  that  women  were 
less  affected  by  recruiting  literature  than  by  personal  contact 
with  recruiters.  Furthermore,  women  tended  to  view  service  in  the 
military  as  a  way  of  breaking  routine  rather  than  a  means  of 
fulfilling  life  goals.  When  asked  about  their  specific  concerns 
about  military  service,  women  were  concerned  about  taking  orders 
in  general,  and  were  particularly  concerned  about  taking  orders 
from  women.  Lastly,  the  data  indicated  that  women  were  not 
particularly  concerned  about  losing  their  femininity  if  they 
served  in  the  military. 


Recoaaendations .  The  following  three  recommendations  came 
from  the  1978  RCAS  which  included  a  section  specific  to  women's 
d  attitudes  toward  the  military. 

1.  It  would  be  helpful  for  recruiters  to  spend  more  time  on 
a  one-on-one  basis  with  women  who  show  an  interest  in 

•  enlisting. 

2.  Advertisements  geared  toward  women  might  be  made  more 
effective  by  emphasizing  that  the  Gua r d/Re se rve  presents 

0  an  opportunity  for  them  to  change  the  current  routine  in 

their  lives. 


3. 


Women  should  be  realistically  prepared  for  what  military 
service  involves  so  that  unrealistic  hopes  and  expecta¬ 
tions  do  not  become  a  source  of  attrition. 


f 


u 


•  • 


pa 


APPENDIX  B 


•  • 


SAMPLE  QUESTIONNAIRES 

f * 


•  • 


•  • 


Associates  for  Research  In  Behavior,  Inc. 

34C1  Market  Street 

Philadelphia,  Pennsylvania  19104 

TI*  STARTED  :  (CIRCLE:  AM  PM  ) 


September,  1962 
Job  *9719 
0MB«C 704-0 107 
Expires  12/31/83 


TELEPHONE  #  (PILLED  IN  BY  INTERVIEWER)  (  )  First  screener  HH 

RESPONDENTS 'SDnCIftCLD :  IT  F  (EDITORS  USE  ONLY)  (  )  Additional  screener  HH 


ENL ISTVCNT  STUDY  —  KPS  SAMPLE  —  SCREENER 


Hello,  I'm _ from  Associates  tor  Research  in  Behavior,  a  research  company  in 

Philadelphia"!  We're  doing  a  study  among  young  men  and  women,  age  17  to  26,  for  the 
Federal  Government. 


(  )  Initial  Hangup  (END  INTERVIEW  —  COOE  8) 


la.  Are  there  any  young  men  or  women  between  the  ages  of  17  and  26  living  in  this 
household  right  now1 

1(  )  Yes 

2(  )  No  (END  INTERVIEW  —  COOE  9) 

3(  )  Respondent  does  not  answer  question,  but  hangs  up  (END  INTERVIEW  —  COOE  8) 

lb.  Is  one  of  them  at  home? 

K  )  Yes 

2(  )  No  (GET  AM  INDIVIDUAL'S  NAME  AND  ARRANGE  A  CALLBACK  APPOINTMENT.  IF 

A  SPECIFIC  APPOINTMENT  TIME  CANNOT  BE  MADE,  USE  REGULAR  CALLBACK 
PROCEDURES.) 

lc.  I'd  like  to  speak  with  him  or  her. 

IF  SAW  PERSON,  GO  TO  Q.  le. 

IF  PERSON  REFUSES  TO  GET  A  YOUNG  PERSON  ON  PHONE,  READ: 

Everyone  has  the  right  to  refuse  to  be  In  this  survey,  but  it  is  very  important 
that  the  person  to  be  surveyed  has  the  opportunity  to  refuse  or  accept  for 
themselves.  I'd  like  to  speak  to  him  or  her. 

IF  PERSON  STILL  REFUSES  OR  HANGS  UP.  END  INTERVIEW  —  CODE  5 

ld.  WHEN  YOUNG  PERSON  IS  ON  PHONE: 

Hello,  I'm  from  Associates  for  Research  in  Behavior,  a  research  company  in 

Philadelphia"!  te '  re  doing  a  study  among  young  men  and  women,  age  17  to  26,  for  the 
Federal  Government. 

(  )  PERSON  HANGS  UP  (END  INTERVIEW  —  CODE  6) 

(IF  YOUNG  PERSON  HANGS  UP  AT  ANY  POINT  ON  THE  SCREENER  FROM  HERE  ON,  END 
INTERVIEW  —  COOE  6) 


le.  How  many  mer  age  17  to  26  are  there  living  in  your  household1 

0(  )  None  (fig  NEKT)  3(  )  Three  (  )  Si*  or  more 

1(  )  One  4(  )  Four  WRITE  IN  NUMBER 

2(  )  Two  5(  )  Five 


If. 


1. 

2. 


3. 

4. 


S. 


6. 


7. 


What  are  the  names  and  ages  of  each  man  In  your  household  age  17  to  261  Please 
give  me  the  you"gest  first,  then  the  ne*t  youngest,  etc.  RECORD  NAME  AND  AGE 
BELOW,  STARTING  WITH  THE  YOUNGEST  IN  ORDER  TO  OLDEST. 

IF  N'J-BEP  MALE  SELECTION  BOX 

NAME  AGE  IN  HU  IS;  INTERVIEW  PERSON  «: 

_  _  1  _ 

_  _  2  _ 

_  _  3  _ 

_  _  4  _ 

_  _  5  _ 

6 


lg.  How  many  women  age  17  to  26  are  there  living  in  your  household1 


0( 

) 

None  (#11  ICm 

3( 

) 

Three 

1( 

) 

One 

4( 

) 

Four 

2( 

) 

Two 

5( 

) 

Five 

HITT  TV  WWBCT 


NPS  SCREENER 
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What  are  the  names  and  ages  of  each  woman  In  your  household  age  17  to  26’  Please 
give  me  the  youngest  first,  then  the  next  youngest,  etc.  RECORD  NAME  AK)  AS 
BELOV,  STARTING  WITH  THE  TOONS  ST  IN  ORDER  TO  OLDEST. 


IF  NUMBER 
IN  HH  IS: 


female  selection  box 

INTERVIEW  PERSON  #: 


IF  ONLY  SN  OR  ONLY  WOCN  IN  HOUSEHOLD,  CHECH  APPROPRIATE  BOX  ABOVE  TO  SEE  WHICH 

person  to  interview:-' ask  to  speak  to  that  person. 

IF  BOTH  men  and  women  in  household,  check  box  to  see  which  person  to 

interview,  ksx  to  speax  with  that  person. 

IF  PERSON  TOU  ASK  TO  SPEAK  TO  IS  NOT  AT  HOC,  SET  UP  CALLBACK  APPOINTMENT 
IF  PERSON  TOU  ASK  FOR  IS  PERSON  YOU'RE  SPEAKING  WITH,  READ: 

We  would  like  to  Include  your  opinions  In  this  survey.  You  have  been  chosen  by 
chance.  Participation  In  this  survey  Is  voluntary  and  there  will  be  no 
consequences  for  failure  to  respond  to  any  particular  questions.  Any  Information 
you  give  us  Is  held  completely  confidential  by  our  firm. 

IF  PERSON  YOU  ASX  FOR  IS  NOT  PERSON  YOU'RE  SPEAKING  WITH,  WHEN  APPROPRIATE  PERSON 
IS  ON  PHONE,  READ: 

Hello,  I'm  from  Associates  for  Research  In  Behavior,  ■  research  NO.  5- 

ccmpany  in "Phil adelphl a .  We're  doing  a  study  among  young  men  and  women,  6- 

age  17  to  26,  for  the  Federal  Government  and  would  like  to  Include  your  BLK .  7- 
opinions  In  this  survey.  You  have  been  chosen  by  chance.  Participation  B- 

' n  this  survey  Is  voluntary  and  there  will  be  no  consequences  for  failure  9- 

tc  respond  to  any  particular  Questions.  Any  Information  you  give  us  Is  10- 

heid  completely  confidential  by  our  firm. 


:,  how 

ol  d  were  you 

on  your 

last  birthday’ 

1(  ) 

17 

5( 

)  21 

9( 

)  25 

12- 

2!  ) 

18 

6< 

)  22 

0( 

)  26 

13-“ 

3(  ) 

19 

7< 

)  23 

14-“ 

4(  ) 

2C 

81 

)  24 

(  ) 

PERSON  HANGS 

UP  (EMD 

INTERVIEW  —  COOE  6) 

15-_ 

(  ) 

PERSON  UNDER 

17  OR  OVER 

26  TEARS  OLD  (ARRANGE  TO 

SPEAK  WITH  NEXT 

HOUSEHOLD  MEMBER  O' 

SAME 

SEX  LISTED  ABOVE. 

USE 

ICW  SCREENER, 

STARTING  WITH  Q.  11. 

IF 

NO  OTHER  HOUSEHOLD 

UMBER  OF  SAME  SEX  IN 

AGE  GROUP,  ASK  TO  SPEAK  TO  PERSON  OF  OPPOSITE  SEX,  CHECK  BOX  TO 
SEE  WHICH  HOUSEHOLD  ICNBER  OF  OPPOSITE  SEX  TO  INTERVIEW. 

IF  HO  OTHER  ELIGIBLE  RESPONDENT  IN  HOUSEHOLD,  END  INTERVIEW  —  CODE  9) 

Are  you  now  or  have  you  ever  been  In  the  Active  Military  service,  or  the 
National  Guard  or  Reserves  In  a  paid  drill  status’ 

1(  )  Yes  (ARRANGE  TO  SPEAK  WITH  MTXT  HOUSEHOLD  MMBER  OF  SAME  SEX  LISTED  ABOVE. 

USE  NEW  SCREENER,  STARTING  WITH  0.  11.  IF  NO  OTHER  HOUSEHOLD  *>*ER 
OF  SAME  SEX  IN  AGE  GROUP,  ASK  TO  SPEAK  TO  PERSON  OF  OPPOSITE  SEX. 
CHECK  BOX  TO  SEE  WHICH  HOUSEHOLD  lOCER  OF  OPPOSITE  SEX  TO  1NTTTVIEW. 

IF  NO  OTHER  ELIGIBLE  RESPONDENT  IN  HOUSEHOLD,  EM)  INTERVIEW— COOE  10) 


2(  )  No 


PERSON  HANGS  UP  (EM)  INTERVIEW  —  COOE  6) 


•  • 


•  • 


•  • 


•  • 


NPS  SCREENER 
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lm.  Have  you  been  accepted  by  the  Active  Military  service  or  the  National  Guard  or 
Reserves  and  are  currently  awaiting  basic  training1 

1(  )  Yes  (ARRANGE  TO  SPEAX  KITH  NEXT  HOUSEHOLD  ICMBER  OF  SAJC  SEX  LISTED  ABOVE. 

USE  NEW  SCREENER.  STARTING  WITH  Q.  11.  IF  NO  OTHER  HOUSEHOLD  *C»ER 
OF  SAAC  SEX  IN  AGE  GROUP,  ASX  TO  SPEAX  TO  PERSON  OF  OPPOSITE  SEX. 

CHECK  BOX  TO  SEE  WHICH  HOUSEHOLD  MEMBER  OF  OPPOSITE  SEX  TO  INTERVIEW. 

IF  NO  OTHER  ELIGIBLE  RESPONDENT  IN  HOUSEHOLD,  END  INTERVIEW— CODE  11) 

2(  )  No 

PERSON  HANGS  UP  (END  INTERVIEW  —  COCC  6) 

ln.  CHECK: 

17-  1(  )  Male  2(  )  Female 


SCREENER  COMPLETED  —  FROM  NOW  ON  TERMINATIONS  COOED  AS  IMCOW>LETE  INTERVIEWS 


FILL  IN  AFTER  INTERVIEW  COANLETED  /  FOR  TERMINATIONS  —  FILL  IN  LOWER  BOX  IWCDIATELT 


RESPONDENT _ PHONE. 

ADDRESS _ 

CITT _ STATE _ ZIP 


INTERVIEWER  ID*: _ 

SAMPLE  SEGMENT:  NO. 


_0ATE 

BLX. 


Associates  for  Research  In  8ehav1or,  Inc. 

3401  Market  Street 

Philadelphia,  Pennsylvania  19104 


September,  1982 
Job  #9719 
E  F  G  H 


la. 


lb. 


lc. 


Id. 


le. 


2a. 


2b. 


2c. 


3a. 


3b. 


4a. 


4b. 


5. 


EWL1STYCWT  STUDY  —  WPS  SAMPLE  0MB  #0704-0107 

Expires  12/31/83 
18-  (8) 

Do  you  have  a  high  school  diploma? 

19-  1(  )  Yes  (#2a  NEXT)  2(  )  No 

Are  you  currently  attending  high  school? 

20-  1(  )  Yes  (lid  NEXT)  2(  )  No  0(  )  NA 

Do  you  plan  to  attend  high  school  In  the  next  year  or  so? 

21-  1(  )  Yes  (17a  NEXT)  2(  )  No  (#7a  NEXT)  0(  )  NA 


IF  HIGH  SCHOOL  IN  lib: 

Do  you  plan  to  go  on  to  further  schooling  after  high  school? 

22-  1(  )  Yes  9{  )  Don't  know  (17a  NEXT) 

2(  )  No  (#7a  NEXT)  0(  )  NA 


IF  YES  IN  lid: 

Will  that  be: 

23-  1(  )  Vocational  training,  j  ^ 9(  )  Don't  know  (17a  NEXT) 

2(  )  A  two-year  college,  or  j  (#®*  H£TT)  0(  ) 

3(  )  A  four-year  college?  ) 

IF  YES  IN  lla: 

Is  that: 

24-  1  (  )  A  regular  diploma,  or  0(  )  NA 

2(  )  A  high  school  equivalency  —  GED  —  diploma? 

Have  you  completed  any  additional  formal  schooling? 

25-  1(  )  Yes  2(  )  No  (|4a  NEXT)  0(  )  NA 


IF  YES  IN  |2b: 

What  Is  the  last  year  of  school  or  college  you  completed  after  high  school? 

26-  1(  )  Vocational  school/training  0!  )  NA 

2(  )  One  year  of  college 

3(  )  Two  years  of  college 
4 (  )  Three  years  of  college 
5(  )  Four  years  of  college 
6(  )  Post  graduate  work 

Are  you  currently  attending  any  type  of  school  or  college? 

27-  1(  )  Yes  (15  NETT)  2(  )  No  0(  )  NA 


IF  NO  IN  13a: 

Are  you  planning  to  attend  any  type  of  school  or  college  In  the  next  year  or  so? 
28-  1(  )  Yes  (IS  NEXT)  2(  )  No  (16a  NEXT)  0(  )  NA 


Are  you  currently  attending  any  type  of  school  or  college? 

29-  1(  )  Yes  (IS  NEXT)  2(  )  No  0(  )  NA 

IF  NO  IN  14a: 

Are  you  planning  to  attend  any  type  of  school  or  college  In  the  next  year  or  so? 
3D-  1(  )  Yes  2(  )  No  (17a  NEXT)  0(  )  NA 


IF  ATTENDING/PLANNING  TO  ATTEND  SCHOOL: 

What  type  of  school  are  you  attending/planning  to  attend? 

31-  1(  )  Vocational  training  school  after  high  school 

2(  )  Two-year  col  lege 
3(  )  Four-year  col  lege 
4(  )  Graduate  or  professional  school 
9(  )  Don't  -now  (17a  NEXT) 


NPS 
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6*.  Are  you/wlll  you  be  using/did  you  use  *ny  kind  of  financial  assistance? 

32-  1(  )  Yes  9(  )  Don’t  know  (#7a  NEXT) 

21  )  No  (#7a  am)  0(  )  Not  applicable 

fib.  IF  TES  IN  t6»: 

Which  of  the  following  does  that  financial  assistance  Involve:  (READ  LIST;  CHECK  ALL 
THAT  APPLY) 


33-  1(  )  Family  assistance 

2(  )  A  federal  grant  or  loan  program 

3(  )  Some  other  scholarship  or  loan  program 


9(  )  Don't  know 
0(  )  NA 


IF  ‘FEDERAL  GRANT  OR  LOAN  PROGRAM’  JWT  MENTIONED  IN  #6b,  ASK  #7a  NEXT. 

6c.  IF  ‘FEDERAL  GRANT  OR  LOAN  PROGRAM*  SCNT10NED  IN  #6b: 

Which  federal  program  would  that  be  —  Is  It:  (READ  LIST;  CHECK  ALL  THAT  APPLY) 

34-  1(  )  Basic  Equal  Opportunity  Grant  (BEOG),  9(  )  Don't  know 

2(  )  Federal  Guaranteed  Student  Loan,  0(  )  NA 

3(  )  National  Direct  Student  Loan,  or 

4(  )  GI  Bill  or  Veterans  Educational  Assistance  Program  (VEAP)? 


7a.  Are  you  currently  employed? 

35-  K  )  Tes  (#7c  NEXT) 

7b.  IF  NO  IN  #7a: 

Are  you  looking  for  work? 

36-  1(  1  Yes  , 

2(  )  no  «rr) 

7c.  IF  YES  IN  #7a: 

Is  that: 

37-  1(  )  Outside  your  home,  or 
2(  )  At  home? 


2(  )  No 


0[  )  Not  applicable 


0(  )  NA 


8a.  Do  you  work  for  yourself,  or  are  you  employed  by  someone  else? 

38-  1(  1  Work  for  yourself  (#9a  NEXT)  0(  )  Not  applicable 

21  )  Employed  by  someone  else 

8b.  How  often  do  you  work  on  the  weekend?  Would  you  say  it  is: 

•  39-  1(  )  Every  week,  9(  )  Don't  know 

2(  )  Two  or  three  times  a  month,  0(  )  NA 

3(  1  Once  a  month,  or 
4(  )  Hardly  ever? 

9a.  How  many  hours  a  week  do  you  regularly  work? 

40-  IF  49  OR  MORE,  57  10  NEXT 

41-  00 (  )  NA 

9b.  IF  48  OR  FEVER  HOURS  IN  #9a: 

Have  you  been  looking  for  a  second  job  or  another  wav  to  Increase  your  Income? 

42-  1(  )  Yes  0(  )  Not  applicable 

2(  )  No 

10.  How  do  things  look  for  the  next  six  months  or  a  year?  Do  you  think  that,  compared  to 
now,  you'll  be: 

43-  1(  )  Much  better  off  In  the  next  six  months  or  a  year, 

2(  )  Somewhat  better  off, 

3(  )  Somewhat  worse  off,  or 

4(  j  Much  worse  off  In  the  next  six  rcnths  or  a  year? 

9(  )  Don’t  know 

11.  How  difficult  do  you  think  It  Is  for  someone  In  your  LyP*  of  work  to  find  a  full-time 
Job  where  you  live?  Is  It: 

44-  1(  )  Very  difficult,  )  Don't  knew 

2(  )  Somewhat  difficult, 

3(  )  Somewhat  easy,  or 

4(  )  Very  easy? 


NPS-8 
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12.  And  how  difficult  do  you  think  It  1$  for  someone  like  you  to  find  e  part-time  Job 
where  you  live?  Is  It: 

45-  1(  }  Very  difficult,  9(  )  Don't  know 

2(  )  Somewhat  difficult, 

3(  )  Somewhat  easy,  or 
4(  )  Very  easy? 


13.  Now  I'm  going  to  read  you  a  list  of  several  things  t*1ch  young  people  your  age  mlqht 
do  In  the  next  few  years.  For  each  one  !  road,  please  tell  me  how  likely  It  Is  that 
you  will  be  doing  that.  For  instance,  how  likely  Is  It  that  you  will  be  (READ 
STATEMENT)?  Mould  you  say  definitely,  probably,  probably  not,  or  definitely  not? 
(REPEAT  FOR  OTHER  ITEMS) 

OK/ 

Probably  Definitely  Not 
Definitely  Probably  Not _ Not  Sure 


a.  Working  In  a  factory . 

.1  (  ) 

2(  ) 

3(  ) 

4(  ) 

9( 

)-46 

b.  Working  at  a  desk  In  a  business 

office . 

.1  (  ) 

2(  ) 

3(  ) 

4(  ) 

9( 

)— 47 

c.  Working  as  a  salesperson . 

.1  (  ) 

2(  ) 

3(  ) 

4(  ) 

9( 

)-48 

FDR  STATEMENTS  d  THROUGH  1,  START  WITH 

STARRED  ITEM  FIRST;  ROTATE  THRU  REMAINDER. 

pfo  d.  Serving  In  the  Army  National  Guard. 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

9( 

)-49 

(  )  e.  Serving  In  the  Air  National  Guard.. 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

9( 

1-50 

(  )  f.  Serving  In  the  Army  Reserve . 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

9( 

)-51 

(  )  g.  Serving  In  the  Air  Force  Reserve.. ^ 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

9( 

)-52 

!  )  h.  Serving  In  the  Marine  Corps  Reserve 

K  ) 

2(  ) 

3(  ) 

4(  ) 

9( 

) -5  3 

(  )  1.  Serving  In  the  Naval  Reserve . J 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

9( 

)-S4 

STATEMENT  J  IS  ALWAYS  ASKED  LAST. 

j.  Serving  In  the  Active  Military . 

1(  ) 

2(  ) 

3(  ) 

4{  ) 

9( 

)-55 

14. 


Now  I'd  like  to  ask  you  In  another  way  about  the  likelihood  of  your  serving  In  the 
military.  Thinking  of  a  scale  from  0  to  10,  with  *10*  standing  for  the  very  highest 
likelihood  of  serving  and  "C"  standing  for  the  very  lowest  likelihood  of  serving,  how 
likely  Is  It  that  you  will  be  serving  In  the  military  In  the  next  few  years? 


56-  0(  )  Zero  (Lowest) 

1(  ) 

2(  ) 

3(  ) 

4(  ) 


6(  ) 
7(  ) 
B(  ) 
9<  ) 


X(  )  Ten  (Highest) 


IF  NO  BOXED  ITEM  IN  Q.  13  IS  NARKED,  GO  TO  Q.  15e. 


ISa.  IF  "DEFINITELY"  OR  "PROBABLY*  IN  ANY  BOXED  ITEM  OF  Q.  13,  ASX: 

You  said  you  are  likely  to  serve  In  the  military.  I  am  qolng  to  read  a  list  of  some 
reasons  people  like  yourself  have  given  for  wanting  to  serve  In  the  military.  For 
each  reason,  please  tell  me  If  It  Is  very  Important,  someWiat  Important,  only 
slightly  Important,  or  not  at  all  important  for  you  personally. 

The  first  reason  Is  (READ  STARRED  ITEM).  Is  that  very  Important,  somewhat  important, 
only  slightly  Important,  or  not  at  all  Important  to  you  as  a  reason  for  serving  In 
the  military?  REPEAT  FOR  EACH  ITEM. 

Only  Not  Don't 


Very 

Somewhat 

Slightly 

At  All 

Know 

N/A 

( 

) 

a. 

Doing  something  for  your 

country . 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

9(  ) 

0( 

>-57 

( 

) 

b. 

Teaches  you  a  valuable  trade 

or  skill . 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

9(  ) 

0( 

)-58 

( 

) 

c. 

Job  security . 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

9(  ) 

0( 

)-59 

y 

d. 

Good  Income . 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

9(  ) 

0( 

1-60 

( 

e. 

Provides  money  for  education. 

1(  ) 

2(  ) 

3(  ) 

4<  ) 

9(  ) 

0( 

)-61 

( 

) 

f. 

An  enjoyable  job . 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

9(  ) 

0( 

)-62 

( 

) 

9- 

Trains  you  for  leadership.... 

i(  ) 

2(  ) 

3(  ) 

4(  ) 

9(  ) 

0( 

)-63 

( 

) 

h. 

Provides  men  and  women  equal 

pay  and  opportunity . 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

9(  ) 

0( 

)  -64 

( 

) 

1. 

Allows  you  to  stay  <n  the 

area  near  family  and 

friends . 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

9(  ) 

0< 

)-6S 

"MEMBER  TO  «  TO  THE  TOP  flf  TVf  IT ST ~TF~Ylif  HAST  TTkTE'Kf NT  IS  NOT  STA68FTT 
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15b. 


15c. 


Would  you  hope  to  serve  as  an  officer  or  as  an  enlisted  person? 

66-  1(  )  Officer  9(  )  Don't  know  (GO  TO  Q.  16) 


2(  )  Enlisted  person  (GO  TO  Q.  16) 


Of  )  HA 


IF  OFFICER  IN  0.  15b: 

Considering  the  educational  and  other  requirements  for  officers,  how  likely  do  you 
think  you  will  be  to  serve  as  an  officer  —  do  you  think  It  Is: 

67-  If  )  Very  likely, 

2(  )  Somewhat  likely, 

3(  )  Only  slightly  likely,  or 
«(  )  Not  at  ail  likely? 


DO  HOT  READ 

9T 


Of 


)  Don't  know 
)  HA 


15d.  Suppose  you  were  not  able  to  serve  as  an  officer, 
serve  In  the  military  then  —  would  you  say: 


How  likely  Is  It  that  you  will 


68-  If  )  Definitely, 

2(  )  Probably, 

3(  )  Probably  not,  or 
4(  )  Definitely  not? 

GO  TO  Q.  16 


DO  HOT  READ 

9(  )  Don't 
Of  )  HA 


know 


lSe. 


IF  NO  BOXED  ITEItS  1H  Q.  13  CHECKED,  ASK: 

You  said  you  would  be  unlikely  to  serve  In  the  military.  I  am  going  to  read  a  list 
of  some  reasons  people  like  yourself  have  given  for  not  wanting  to  serve  In  the 
military.  For  each  reason,  please  tell  me  If  It  Is  very  Important,  sonevrfiat 
Important,  only  slightly  Important,  or  not  at  all  Important  for  you  personally. 

The  first  reason  Is  (READ  STARRED  ITEM).  Is  that  very  Important,  somewhat 
Important,  only  slightly  Important,  or  not  at  all  Important  to  you  as  a  reason  for 
not  serving  In  the  military?  REPEAT  FOR  EACH  ITEM. 

Only 


Mot 


Don't 


Very 

Somewhat 

Slightly 

At  All 

Know 

N/A 

(  ) 

a.  Separation  from  friends  and 
family . 

If  ) 

2(  ! 

3(  ) 

4(  ) 

9(  ) 

Of 

)-69 

(  ) 

b.  Disagree  with  military's 
defense  policies  or 
phll  osophy . 

If  ) 

2(  ) 

3(  ) 

4(  ) 

9(  ) 

Of 

)  — 70 

(  ) 

C.  Expect  to  continue  In  school 
or  college . 

If  1 

2(  ) 

3(  ) 

4(  ) 

9(  ) 

Of 

1—71 

9$ 

d.  Lack  of  personal  freedom . 

If  ) 

2(  ) 

3(  ) 

4(  ) 

9{  ) 

Of 

)-72 

(  ) 

e.  Military  pay . 

1>  1 

2(  ) 

3(  ) 

4(  ) 

9(  ) 

Of 

) -73 

(  ) 

f.  Disapproval  of  parents . 

If  ) 

2f  ) 

3(  ) 

4(  ) 

9(  ) 

Of 

) —74 

(  ) 

g.  Lack  of  value  In  military 

training . 

If  ) 

2(  ) 

3(  ) 

4(  ) 

9(  ) 

Of 

) -75 

(  ) 

h.  Little  In  common  with  people 
In  the  service . 

If  ) 

Z(  ) 

3(  ) 

4(  ) 

9(  ) 

Of 

) -76 

"REMEMBER  TO  SO  BACK  TO  THT^OP  OF  THE  LI5T  IF  THE  FIRST  STATEMENT  IS  MOT  STARRED. 


STATEMENT  1  IS  ALWAYS  READ  LAST: 

1.  Current  plans  for  a  civilian 
Job . 


If  ) 


2(  ) 


3(  ) 


4(  )  9(  )  Of  ) -77 


16.  ASK  EVERYONE : 

Within  the  past  year,  have  you: 


a. 

b. 

c. 

d. 

e. 

f. 


(READ  LIST.) 


Sent  for  recruiting  literature  from  the 

National  Guard/Reserves? . 

Sent  for  recruiting  literature  from  the 


Attended  an  open  house  for  a  National  Guard/ 

Reserve  unit  In  your  area? . 

Gone  to  a  recruiting  center  to  talk  about 


Gone  to  a  recruiting  center  to  talk  about 

Joining  the  National  Guand/Reserves? . 

Talked  to  or  been  called  by  a  recruiter  from 

the  National  Guard/Reserves . 

Talked  to  or  been  called  by  a  recruiter  from 
the  Active  Forces . 


If 

) 

Yes 

2( 

) 

No 

-78 

If 

) 

Yes 

2( 

) 

No 

-79 

bo- n 

i); 

;  1 

-4- 

If 

) 

Yes 

Z( 

) 

No 

-5 

If 

) 

Yes 

2( 

) 

No 

-6 

K 

) 

Yes 

2( 

) 

No 

-7 

If 

) 

Yes 

2( 

) 

No 

-8 

1( 

) 

Yes 

2( 

) 

No 

-9 

9 
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In  the  past  year,  have  you  talked  with  your  parents,  brothers,  or  sisters,  spouse, 
or  friends  about  Joining  any  military  component  —  National  Guard,  Reserves  or 
Active  Forces? 


10-  1(  }  Yes 


2(  )  No 

3(  j  Don't  recall 


Which  of  the  following  benefits  do  you  think  are  now  available  In  the  National 
Guard/  Reserve?  As  I  read  each  one,  please  tell  me  whether  it  Is  now  available,  or 


Now 

Available 

Not  Now  Available 

Don't 

know 

a. 

Bonuses  for  Joining . . 

..1(  ) 

2(  ) 

9( 

)  -11 

b. 

Free  travel  overseas . 

,.1(  ) 

2(  ) 

9( 

1  -12 

c. 

Skill  training  programs . 

..11  ) 

2!  ) 

9( 

)  -13 

d. 

Tuition  assistance  for  civilian 

education . 

..!<  ) 

21  ) 

9( 

)  -14 

19.  Do  you  think  that,  considering  your  skills  and  your  interests,  the  National 
Guard/Reserve  would  offer  you  personally: 

IS-  1(  }  A  good  choice  of  Jobs  and  training  programs, 

2(  )  Some  choice  of  Jobs  and  training,  or 

3(  )  Little  or  no  choice  of  Jobs  and  training  programs? 

9(  )  Don't  know 

20a.  How  many  total  days  of  participating  In  drills  and  training  do  you  think  members  of 

16-  the  National  Guard  and  Reserves  have  now,  each  year,  once  their  basic  training  Is 

17-  completed? _ 


20b.  How  much  money  do  you  think  someone  beginning  service  <n  the  Guard/Reserve  makes, 

18-  for  each  drill  dav  --  each  eight  hours  of  drill? 

19-  write:  in 

20c.  Would  you  say  that  rate  of  pay  Is  much  more,  somewhat  more,  about  the  same,  somewhat 

less,  or  much  less  than  you  would  get  for  the  Job  you  now  hold,  or  for  a  Job  you 

could  get  in  the  next  twelve  months? 

20-  1(  )  Much  more  9(  )  Don't  know 

2(  )  Sone«fiat  mc-e 

3(  1  About  the  same 
4(  )  Some«*iat  less 
5(  )  *ich  less 

21.  Currently,  members  of  the  Guard/Reserve  drill  sixteen  hours  during  one  weekend  each 
month.  How  likely  are  you  to  enlist  In  the  Guard/Reserve  If  you  can  complete  the 
required  drills  one  evening  each  week.  Instead  of  one  weekend  each  month?  Will  you: 

21-  1(  )  Definitely  enlist,  4(  )  Definitely  not  enlist? 

2(  )  Probably  enlist,  9(  )  Don't  know 

3(  j  Probably  not  enlist,  or 

22.  Do  you  think  It  would  help  you  In  a  civilian  Job  If  you  »«re  to  be  a  member  of  the 
National  Guard  or  the  Reserves? 


22-  If  1  Yes 


21  1  No 


)  Don’t  know 


Currently,  Initial  training  for  most  National  Guard  or  Reserve  irlts  requires  3  to  6 
months  of  full-time  training.  Do  you  think  an  employer  would  hold  a  Job  for  you  If 
you  were  away  In  active  duty  training  with  the  National  Guard  or  the  Reserves  for  3 
to  6  months? 

23-  1!  )  Yes  2(  )  No  9(  )  Don’t  know 


2(  )  No 


If  an  employer  did  hold  a  position  open,  do  you  think  you  would  lose  your  Job 
seniority  during  the  training  period  for  the  National  Guard  or  the  Reserves? 

24-  1(  )  Yes  2(  )  No  9(1  Don't  know 


•  • 


•  • 


•  • 


•  • 


•  • 


•  • 
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-6- 


IF  RESPONDENT  IS  NOT  EMPLOYED  (Q.  7a.  PAGE  2)  OR  IS  SELF-EMPLOYED  (Q.  8a,  PAGE  2), 
SKIP  TO  Q.  26. 

25a.  Does  your  company  have  a  specific  policy  about  National  Guard  or  Reserves 
participation? 

25-  1(  )  Yes  9(  )  Don't  know 

2(  )  No  0(  )  Not  applicable 

25b.  With  respect  to  Guard/Reserve  participation,  would  you  say  the  company  Is: 

26-  1(  )  Positive,  9(  )  Don't  know 

2(  )  Neutral,  or  0(  )  Not  applicable 

3(  )  Negative? 

25c.  Have  you  ever  talked  with  any  supervisor  about  company  policy  on  this,  or  has  any 
supervisor  ever  talked  with  you? 

27- 11  )  Yes  9(  )  Don't  know 

2(  )  No  0(  )  Not  applicable 


k  26.  How  likely  are  you  to  enlist  In  the  Guard/Reserve  If  you  receive  (NAME  ITEM)  —  will 

you  definitely  enlist,  probably  enlist,  probably  not  enlist,  or  definitely  not 
enlist?  (READ  LIST.) 

ENLIST  NOT  ENLIST  Don't 

Definitely 'ProbaETy  Probably  Definitely  Know 


a.  Tuition  assistance  of  $2,000 


per  year,  for  up  to  4  years . 

. 1(  ) 

2(  ) 

3(  ) 

4<  ) 

9( 

)-28 

b.  Tuition  assistance  of  $1,500 

per  year,  for  up  to  4  years . . 

. It  ) 

2(  ) 

3(  ) 

4(  ) 

9{ 

)-29 

C.  Tuition  assistance  of  $1,000 

per  year,  for  up  to  4  years . . 

2(  ) 

3(  ) 

«(  ) 

9( 

)— 30 

27.  Now  I'm  going  to  read  you  a  list  of  statements.  As  I  read  each  one,  please  tell  me 
If  you  strongly  agree  with  the  statement,  sooe«*at  agree,  neither  agree  nor  disagree, 
somewhat  disagree,  or  strongly  disagree  with  the  statement.  (READ  LIST  STARTING  WITH 
STARRED  STATE* NT.) 


(  ) 


(  ) 

w 
(  ) 

(  ) 
(  ) 


AGREE  DISAGREE 

Strongly  Somewhat  Neither  Somewhat  Strongly 


a.  People  look  up  to  a  person  In  the 

uniform  of  the  National  Guard  or 
Reserves . . . 1(  ) 

b.  It's  Important  for  our  country  to 

be  able  to  use  military  force  In 

Its  relations  with  other  countries. .!(  ) 


c.  A  nation  should  always  be  ready  to 

fight . 1(  ) 

d.  Our  country  Is  too  militaristic . 1(  ) 

e.  The  National  Guard  and  the  Reserves 

are  highly  respected  In  my 

community . 1(  ) 

f.  I  would  be  proud  to  be  a  member  of 

the  National  Guard  or  Reserves . 1(  ) 

g.  It  Is  unnecessary  for  us  to  spend 

billions  and  billions  of  dollars  each 
year  for  atllltary  preparations . 1(  ) 


2( 

) 

3(  ) 

«(  ) 

5( 

) 

-31 

2( 

) 

3(  ) 

4(  ) 

5( 

) 

-32 

21 

) 

3(  ) 

4(  ) 

5( 

) 

-33 

2( 

) 

3(  ) 

4(  ) 

S( 

) 

-34 

2( 

) 

3(  ) 

4{  ) 

5( 

) 

-35 

2( 

) 

3(  ) 

4{  ) 

5( 

) 

-36 

2( 

) 

3(  ) 

4(  ) 

5( 

) 

-37 

TECigHBett  TO  WBKKIBTHE  TOP  OF  THE  LIST  IP  THE  T  TEST  STATED  NT  IS  KOTTTAMOT: 


28.  When  you  have  *  chance  to  do  whatever  you  want,  what  sorts  of  activities  do  you  like? 
As  I  read  each  of  these  activities,  tell  me  If  It  Is  something  you  like  very  »jch, 
something  you  like  a  little  bit,  something  you  don't  particularly  care  about  one  way 
or  the  other,  or  something  you  dislike  altogether.  (READ  LIST  STARTING  KITH  STARRED 
STATEMENT.) 

LIKE  Don't  OK/ 

Very  Particularly  Never 

Much  A  Little  Care  About  Dislike  Tried 


(  )  a.  Participating  In  religious 


.  activities . 

..X  ) 

2( 

1 

3( 

) 

4( 

) 

9( 

)-38 

fcp  b.  Going  to  a  movie . 

..1<  ) 

2( 

1 

3( 

) 

4( 

i 

9( 

)-39 

(  )  c.  Dining  out . 

..!(  ) 

2( 

) 

3( 

) 

4( 

i 

9( 

)  —4  0 

(  )  d.  fixing  up  a  car  or  motorcycle.... 

..X  1 

2( 

) 

3( 

1 

4( 

i 

9( 

)  -4 1 

(  1  e.  Working  for  a  community  group.... 

..1(  ) 

2( 

1 

3( 

) 

4( 

i 

9( 

)-4Z 

1  )  f.  Reading  about  foreign  countries.. 

..X  < 

2t 

) 

3( 

) 

4( 

i 

9( 

>-43 

,  )  g.  Working  for  a  charity  or  a  religious 

organization . 

..X  ) 

2( 

1 

3( 

) 

4( 

i 

9( 

1-44 

(  1  h.  Visiting  friends . 

..X  1 

2< 

) 

3( 

) 

4( 

) 

91 

1-45 

(  )  1.  Reading  articles  on  science . 

..1(  ) 

2( 

) 

3( 

) 

4( 

i 

9( 

1-46 

(  )  J.  Fishing . 

..X  ) 

2t 

1 

3( 

) 

4( 

) 

9( 

1-47 

(  )  k.  Hunting . 

..X  ) 

21 

) 

3( 

) 

4( 

i 

9( 

M8 

(  )  1.  Studying  the  stock  market . 

..X  ) 

2! 

1 

3( 

) 

4( 

> 

9( 

1-49 

(  )  «.  Talklna  with  friends . 

..1(  ) 

21 

) 

3( 

) 

4( 

> 

9( 

) -50 

(  )  n.  Working  for  a  political  or  social 

C4use . 

..X  ) 

21 

) 

3( 

) 

4  ( 

> 

9( 

1-51 

29.  Now  I  want  you  to  think  of  the  various  things  you  might  try  or 

look 

into 

durl  ng 

the 

next  six  months.  As  I  read  each  of 

the  following 

. 

please 

tell 

me  tether 

It 

Is 

something  you  feel  you  are  very  likely  to 

do 

In  the  next 

six  annths 

,  somewhat  likely 

to  do.  might  or  might  not  do.  are  somewhat  unlikely  to  do,  or  are  very 

unlikely  do 

do.  (READ  LIST.) 

LIKELY 

Miqht 

or 

UN 

LIKELY 

Don't 

Veiy 

j  t 

Mi  grt 

Not 

Somew 

uat 

Know 

a.  Send  for  literature  about  the 

military  forces . 

•  X  ) 

21 

) 

3( 

) 

«( 

) 

5( 

) 

9( 

1-52 

b.  Talk  to  a  recruiter  for  one  of 

the  military  services . 

.X  ) 

21 

) 

3( 

) 

4( 

) 

5( 

1 

9( 

1-53 

e.  Look  for  a  Job,  or  look  to  change 

Jobs . 

.X  ) 

21 

) 

31 

) 

4( 

) 

51 

) 

9( 

)-54 

d.  Take  a  physical  or  written  test 

for  military  service . 

-X  ) 

21 

) 

3( 

) 

4( 

i 

S( 

) 

9( 

)-55 

e.  Look  for  a  way  to  change  the 

routine  in  your  11 fe . 

.X  ) 

2( 

) 

3( 

) 

4( 

i 

S( 

) 

9( 

1-56 

f.  Look  for  a  way  to  make  some  extra 

money  In  your  spare  time . 

.X  ) 

Z( 

) 

3( 

) 

4( 

) 

5( 

) 

9( 

1-57 

g.  Train  for  a  new  or  higher  level  Job.. 

.X  ) 

2( 

) 

3< 

) 

4( 

) 

5( 

) 

9( 

1-58 

h.  Talk  to  family  or  friends  about 

jolninq  military  sendee . 

.X  ) 

2( 

) 

31 

) 

4( 

i 

5( 

1 

9( 

1-59 

1.  Find  out  more  about  bonus  programs  or 

educational  Incentives  for  joining 

the  military . 

.X  ) 

2( 

) 

3! 

) 

4( 

) 

5( 

) 

9( 

1-60 

30.  Please  tell  me  If  you  would  be  more  likely  to  achieve  your  life  goals  If  you  enlisted 
In  the  National  Guard  or  Reserves  --  or,  by  some  other  part-time  job  or  activity. 
Would  the  National  Guard  or  Reserves  be: 

61-  1(  }  Much  more  likely  to  enable  you  to  achieve  your  life  goals, 

2(  1  Somewhat  more  likely  to  enable  you  to  do  this, 

3(  )  Somewhat  less  likely  to  enable  you  to  do  this,  or 

4(  1  Much  less  likely  to  enable  you  to  achieve  your  life  goals  than  some 

other  part-time  job  or  activity? 

00  NOT  READ 


UPS 
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31.  If  you  were  to  Join  the  National  Guard  or  the  Reserves,  would  the  following  things  be 
likely  or  unlikely  to  occur?  As  I  read  each  statement,  please  tell  me  If  it  would  be 
eery  likely  to  exist  or  occur,  soaewhat  likely,  neither  likely  nor  unlikely,  soaewhat 
■nllkely.  or  eery  unlikely  to  exist  or  occur:  (READ  LIST  STARTING  WITH  STARRED 
STATEMENT.) 


LIKELY 


UNLIKELY 


c.  Having  military  supervisors  who  would 

hass’e  or  harrass  you . 

d.  Taking  too  much  time  away  from  your 


f.  Being  called  to  active  duty  In  case 

of  war . . . 

g.  Taking  too  much  time  away  from  your 

family  during  drills . 

h.  Being  called  to  active  duty  In  case  of 


J.  Being  In  combat  during  a  disturbance 

or  a  war . 

k.  Losing  a  chance  to  progress  toward  a 


Very! 

somewhat  Neither  Somewh, 

3t  Very 

Know 

.1  ( 

) 

2(  1 

3(  ) 

4(  1 

5(  1 

9( 

) 

-62 

.1  ( 

) 

2(  ) 

3(  ) 

4(  ) 

5(  ) 

9( 

) 

-63 

.1  ( 

) 

2(  ) 

3(  ) 

4(  ) 

5(  ) 

9( 

) 

-64 

.1< 

) 

2(  > 

3(  ) 

4(  ) 

5(  ) 

9( 

I 

-65 

.1( 

) 

2(  ) 

3(  ) 

4!  ) 

5(  ) 

9( 

) 

-66 

.1( 

) 

2(  ) 

3(  ) 

4(  ) 

5(  ) 

9( 

) 

-67 

.X 

) 

2(  ) 

3(  ) 

4(  ) 

5(  ) 

9( 

) 

-68 

.X 

) 

2(  1 

3(  1 

♦  (  ) 

5(  1 
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) 

-69 

.X 

) 

2(  ) 

3!  ) 

4(  ) 

5(  ) 

9( 

) 

-70 

.X 

) 

2(  ) 

3(  ) 

4(  ) 

5(  ) 

9( 

) 

-71 

.X 

) 

2!  ) 

3(  ) 

4(  ) 

5(  ) 

9( 

) 

-72 

32.  There  Is  now  a  law  reoulrlng  all  men  to  register  for  the  draft  when  they  are  18  years 
old.  How  do  you  personally  feel  about  such  a  requirement,  vrfn'ch  means  only  that 
young  men  have  to  register,  but  there  will  be  no  draft  unless  there  Is  a  national 
emergency?  Are  you: 

73-  1(  )  Strongly  In  favor,  4(  )  Somewhat  opposed,  or 

2(  )  Somewhat  In  favor,  5(  )  Strongly  opposed? 

3(  )  Neither  In  favor  nor  opposed,  9(  )  Don't  know 

33a.  How  would  you  feel  If  there  were  a  requirement  that  all  young  people  would  have  to 
participate  in  some  sort  of  national  service?  If  some  people  could  choose  to  Join 
some  community  service  organization,  such  as  Vista  or  the  Peace  Corps,  and  those  «4io 
wanted  could  choose  the  military  forces,  how  would  you  react  to  the  requirement? 

Woul  d  you  be: 

74-  If  )  Strongly  In  favor,  4(  )  Somewhat  opposed,  or 

2(  )  Somewhat  In  favor,  5(  )  Strongly  opoosed? 

3(  )  Neither  In  favor  nor  opposed,  9(  )  Don't  know 

33b.  And  how  would  you  feel  If  there  were  a  draft  of  men  to  fill  the  Reserve  Components  of 
the  military?  Under  such  a  plan,  some  men  would  be  drafted  to  go  through  six  months 
of  basic  training  and  then  return  to  civilian  life.  They  would  not  have  to  serve  or 
drill  any  further  unless  there  were  an  emergency  during  the  time  they  were  Reservists 
—  probably  seven  and  a  half  years.  Would  you  be: 

75-  1(  )  stronqly  In  favor.  4(  )  Somewhat  opposed,  or 

2(  )  Somewhat  In  favor,  5(  )  Strongly  opposed? 

3(  )  Neither  in  favor  nor  opposed,  9(  )  Don't  know 


•  • 


•  • 


•  • 


•  • 


•  • 


•  • 


NPS-8 


-9- 


34.  Now  I'm  going  to  read  you  one  last  list  of  statements.  4s  I  read  each  one,  please 
tell  me  If  you  strongly  agree  with  the  statement,  somewhat  agree,  neither  agree  nor 
disagree,  sowei^at  disagree,  or  strongly  disagree  with  the  statement.  (READ  LIST 
STARTING  WITH  STARRED  STATEMENT.) 


AGREE 

gly  Somewhat  Neither 


DISAGREE 
Somewhat  Strc 


Don't 

Know 


a.  The  Active  Forces  have  good, 

up-to-date  equipment . 1(  ) 

b.  The  Guard/Reserve  are  well- 

trained  . . 1(  ) 

c.  I  like  to  become  Involved  In 

projects  In  my  community  . 1(  ) 

d.  I  like  to  belong  to  organizations 
or  groups  which  help  me  find  more 
Interesting  things  to  do  than 

being  on  my  own . 1(  ) 

e.  The  Active  Forces  are  well- 

trained  . 1{  ) 

The  Reserves  are  needed  to  serve 
In  combat  roles  during  a  military 
conflict  . 1(  ) 

g.  There  are  too  many  choices  a 

young  person  has  to  make  In 
today's  world . 1(  ) 

h.  The  Guard/Reserve  have  good,  up- 

to-date  equipment . I(  ) 

1.  In  my  spare  time  I  prefer  doing 
things  with  others  rather  than 
being  by  myself . 1(  ) 


2(  ) 

31  ) 

4(  ) 

5(  ) 

9( 

) -76 

2(  ) 

3(  ) 

4(  ) 

5(  ) 

9( 

)— 77 

2(  ) 

3(  ) 

4(  ) 

5(  ) 

9( 

)-78 

2(  ) 

3(  ) 

4(  ) 

5(  ) 

9( 

1-79 

80- (2); 

1-4- 

(DUP) 

2(  ) 

3(  ) 

4(  ) 

5{  ) 

9( 

)  -5 

2(  ) 

3(  ) 

4(  ) 

5(  ) 

91 

)  -6 

2<  ) 

3(  ) 

4(  ) 

5(  ) 

9( 

)  -7 

2(  ) 

3(  ) 

4(  ) 

5(  ) 

9( 

)  -8 

2(  ) 

3(  ) 

4(  ) 

5(  ) 

9( 

)  -9 

35.  How  likely  are  you  to  enlist  In  the  Guard/Reserve  If  you  receive  (NAME  ITDl)  --  will 
you  definitely  enlist,  probably  enlist,  probably  not  enlist,  or  definitely  not 
enlist?  (REPEAT  FOR  OTHER  ITEMS) 


Don't 

Know 


a.  A  $4,000  bonus  for  Joining . . 

2(  ) 

3(  ) 

4(  ) 

9(  )  -10 

b.  A  $3,000  bonus  for  Joining . 

2(  ) 

3(  ) 

4(  ) 

9(  )  -11 

C.  A  $2,000  bonus  for  Joining . 

2<  ) 

3(  ) 

4(  ) 

9(  )  -12 

36.  And  now  a  few  questions  to  be  sure  we’re  talking  to  people  from  various  different 
groups.  Are  you  living  with  your  parents? 

13-  1(  )  Tes  2(  )  No 


37a.  Are  you: 

14-  1(  )  Married,  3(  1  Widowed,  divorced,  or  (#37c  NEXT) 

2(  )  Single,  (#37c  NEXT)  4{  )  Separated?  (#38  NEXT) 

37b,  IF  MARRIED  IN  #37a: 

Is  your  spouse  working? 

15-  1(  )  Yes  (#38  NEXT)  2(  )  No  (#38  NEXT)  0(  )  NA 

37c.  IF  SINGLE,  NIOOVED,  OR  DIVORCED  IN  #37a: 

Are  you  planning  to  get  married  In  the  next  12  months? 

16-  1(  )  Yes  9(  )  Don’t  know 

2(  )  No  0(  )  NA 


r 


38.  Do  you  own  your  own  hone? 
17-  1(  )  Yes 


2(  )  No 


3(  )  Parents  own  home 


39a.  Old  you  live  with  your  father,  stepfather  or  a  male  guardian  during  most  of  your 
first  fourteen  years  of  life? 


18-  1(  )  Yes 


2(  )  No 

8(  )  Refused  (MOa  NETT) 


39b.  IF  YES  IN  #39a: 

Hhat  was  the  last  grade  of  school  or  college  your  father,  stepfather  or  male  guardian 
completed? 

19-  1(  )  Less  than  Mgh  school  graduate  0(  )  NA 

2(  )  High  school  graduate 

3(  )  Vocational /training  school  high  school  (PROBE) 

4(  j  Some  col  lege 

5(  )  College  graduate  or  more 

9(  )  Don't  know 

40a.  Did  you  live  with  your  mother,  stepmother  or  a  female  guardian  during  most  of  your 
first  fourteen  years? 

20'  1(  >  T«s  21  ]  N0  wrvrl 

8(  )  Refused  "E*1) 

40b.  IF  YES  IN  #40a: 

What  was  the  last  grade  of  school  or  college  your  mother,  stepmother  or  female 
guardian  completed? 

21-  1(  )  Less  than  high  school  graduate  0(  )  NA 

2(  1  High  school  graduate 

3(  )  Vocational /training  school  after  high  school  (PROBE) 

4(  )  Some  college 

5(  )  College  graduate  or  more 

9(  )  Don't  know 


•  • 


•  • 


41a.  Have  any  close  relatives  served  In  the  military? 


22-  1(  )  Yes 


41b.  IF  YES  IN  #41a: 

Who  was  that?  CHECK  ALL  HtNTlONED 

23-  1<  )  Father 

2(  )  Uncle 

3(  )  Brother 


2!  )  No 

9(  )  Don’t  know 


•  • 


(#42  NEXT) 


(  )  Other 

- ft 

0(  )  Not  applicable 


41c.  Have  any  of  these  been  career  military  personnel? 


24-  1(  )  Yes 

2(  )  No  (#42  NEXT) 

4 1 d .  IF  YES  IN  #41c: 

Who  was  that?  CHECK  ALL  ICNT10NED. 


9(  )  Don't  know  (#42  NEXT) 

0(  )  Not  applicable 


25-  1(  )  Father  (  )  Other _ 

2(  )  Uncle  W 

3(  )  Brother  0(  )  Not  applicable 

42.  Have  you  ever  participated  In  an  ROTE  or  Junior  ROTC  program? 

26-  1(  )  Yes  2(  )  No 

43a.  Not  Including  yourself,  how  many  dependents  do  you  have? 


27- 

1( 

) 

None 

(#44  NEXT)  *( 

) 

Three 

2( 

) 

One 

5( 

) 

Four 

3( 

) 

Two 

6( 

) 

Five  or  more 

4 lb.  IF 

Ain  in 

1  #43a: 

Do 

you  have 

any 

.  ;-ei>  below  the  age  of  si*? 

28- 

1( 

) 

Y 

2( 

) 

No 

0( 

) 

Not  applicable 

!• 


\r:- 


NPS 
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29-  1( 

)  A  student. 

41 

) 

D  student,  or 

2( 

)  B  student. 

5( 

) 

F  student? 

3( 

)  C  student. 

8( 

) 

Refused 

9( 

) 

Oon't  know 

How  many 

brothers  and  sisters  do  you  have? 

30-  It 

)  One 

5( 

) 

Five 

2( 

)  Two 

6( 

) 

Six  or  more 

3( 

)  Three 

0( 

) 

None 

4( 

)  Four 

44.  During  your  high  school  years,  would  you  say  you  were  an: 


45. 


46.  I’d  like  you  to  think  of  your  two  best  male  friends  and  your  two  best  female  friends. 
(PAUSE)  Have  any  of  them  joined  the  military  or  talked  recently  about  going  Into  the 
Active  Hllltary  or  the  National  Guard  or  Reserves? 

31-  1(  )  Yes  2f  )  No 

47a.  Now  I'd  like  you  to  think  about  what  people  who  are  closest  to  you  might  think  If  you 
were  to  Join  the  National  Guard  or  the  Reserves.  Some  people  think  about  their 
father,  their  mother,  sisters  or  brothers,  a  husband  or  wife,  best  friends,  or  about 
employers  or  coworkers.  When  you  '/Jink  about  those  who  matter  most  to  you,  do  you 
think  most  would  be  very  pleased,  son*  hat  pleased,  neither  pleased  nor  displeased, 
somewhat  displeased,  or  very  displeased  If  you  were  to  enlist  In  the  National  Guard 
or  the  Reserves? 

32-  1(  )  Very  pleased  4( 

2(  )  Somewhat  pleased  5( 

3(  )  Neither  pleased  nor  displeased  9t 


)  Somewhat  displeased 
)  Very  displeased 
)  Don’t  know 


47b.  I'd  also  like  to  ask  specifically  about  the  reactions  of  your  spouse,  flance(e),  or  a 
Steady  friend.  Do  you  think  that,  If  you  were  to  enlist  In  the  National  Guard  or  the 
Reserves,  he/she  would  be: 

33-  11  )  Very  pleased,  4( 

2(  )  Somewhat  pleased,  5( 

3(  )  Neither  pleased  nor  displeased,  9( 


)  Somewhat  displeased,  or 
)  Very  displeased? 

)  Don't  know 


47c.  And  how  about  your  own  reaction  If  he/she  were  to  enlist  In  the  Guard/Reserves? 
Woul d  you  be: 

34- 


47d. 


1( 

)  Very  pleased, 

DO  NOT  READ 

2( 

)  Somewhat  pleased. 

91  1  Don1 t  know 

31 

)  Neither  pleased  nor  displeased. 

4( 

)  Somewhat  displeased,  or 

5( 

)  Very  displeased? 

about 

your  classmates  or  the  people  you 

graduated  with  --  would  you  sav  that  most 

of  them  are  very  favorable,  some^iat  favorable,  neither  favorable  nor  unfavorable, 
somewhat  unfavorable,  or  very  unfavorable  toward  enlisting  In  the  National  Guard  or 
Reserves? 


DO  NOT  READ 

91  1  Don't  know 


35-  1(  )  Very  favorable, 

2(  )  Somewhat  favorable, 

3(  1  Neither  favorable  nor  unfavorable, 

4(  )  Somewhat  unfavorable,  or 

5(  )  Very  unfavorable? 

48.  Is  there  a  National  Guard/Reserve  unit  close  enough  to  you  for  you  to  Join? 

36-  1(  )  Yes  2(  )  No  9(  )  Don’t  know 


49. 


If  you  were  to  Join  a  National  Guard/Reserve  unit,  i*>uld  you  be  allowed  to  transfer 
to  another  unit,  or  to  go  “Inactive,*  If  you  moved  to  another  geographic  area? 

9(  )  Don't  know 


37-  It  )  Yes 


2(  )  No 


50a.  If  It  were  possible  to  transfer  or  to  go  Inactive  If  you  moved  to  another  geographic 
area,  would  that  Increase  your  Interest  In  joining  the  National  Guard/Reserve: 

38-  It  )  Very  much,  9{  )  Don't  know 

2(  )  Somewhat, 

3(  )  Only  slightly,  or 
4(  )  Not  at  all? 


•  • 


•  • 


•  • 


•  • 


•  • 


•  • 
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50b.  A  new  program  Is  being  developed  by  the  Armed  Forces.  Volunteers  for  this  prooram 
would  became  part  of  the  Individual  Ready  Reserve  for  a  period  of  six  years  and  be 
subject  to  active  duty  only  In  case  of  a  national  emergency,  normally,  the  only 
obligation  would  be  12  weeks  of  basic  conbat  training,  during  which  the  volunteers 
would  get  about  1560  per  month  and  full  benefits.  There  would  be  no  obligation  to 
attend  regular  meetings  or  drills  during  the  remainder  of  the  six  year  term.  If  such 
a  program  were  available  to  you,  how  likely  Is  It  that  you  will  Join  --  would  you  say 
ft  Is: 

39-  1(  )  Very  likely,  (#51  NEXT) 

2(  )  Somevhat  likely, 

3(  )  Only  slightly  likely,  or 
4(  )  Not  at  all  likely’ 

50c.  IF  'SOMEWHAT,*  ‘ONLY  SLIGHUY*  OR  ‘NOT  AT  ALL*  LIKELY  IN  Q.  #50b,  ASK: 

If  you  were  to  receive  a  31,000  bonus  for  enlisting  In  the  program  I  Just  described, 
how  likely  Is  It  that  you  will  Join  —  would  you  say: 

40-  1(  )  Very  likely, 

2(  )  Somewhat  likely, 

3(  )  Only  slightly  likely,  or 
4(  5  Hot  at  all  likely’ 

51.  And  Just  to  be  sure  we  are  representing  all  groups  in  this  survey,  please  tell  me 
whether  you  would  describe  yourself  as: 

41-  1(  )  Hispanic, 

2(  )  American  Indian  or  Alaskan  Native, 

3(  )  Black,  not  of  Hispanic  origin, 

4(  )  Asian  or  Pacific  Islander,  or 
5(  )  White,  not  of  Hispanic  origin? 

52.  How  much  do  you  expect  to  earn  next  year,  or  how  much  would  you  expect  to  earn  next 
year  If  you  were  employed?  Would  you  say  you  would  earn: 

42-  1(  )  Under  57,000, 

2(  )  57,000  to  Just  under  310,000. 

3(  )  310,000  to  Just  under  315,000, 

4(  )  $15,000  to  Just  under  $20,000, 

5(  )  520,000  to  just  under  $25,000. 

6(  )  $25,000  to  Just  under  *35,000, 

7(  )  $35,000  to  Just  under  $50,000,  or 

8(  )  350,000  or  more? 

53a.  And  last,  what  Is  your  social  security  number?  (IF  CAN'T  REMEMBER,  ASK  RESPONDENT  TO 

OBTAIN  NOV.) 

1(  ) _ - _ - _ 

2(  )  Can't  remember  and  can't  find  readily  GO  TO  RESPONDENT  NAME,  ETC. 

3(  )  No  social  security  number 

4(  )  Refusal  (60  jo  *53*,  ietT) 

5(  )  Asks  reasons 

53b.  We  need  this  Information  for  use  In  a  study  relating  later  enlistments  In  the 
National  Guard  and  Reserves  to  some  of  the  ideas  we  ve  been  discussing  In  this 
Interview.  (IF  CAN'T  REMEMBER,  ASK  RESPONDENT  TO  OBTAIN  NOW.) 

1(  ) _ - _ - _ 

2(  1  Can’t  remember  and  can't  find  readily 
3(  )  No  social  security  nurber 

4(  )  Refusal 

0(  )  Not  applicable 

SS  »:  43- 

44- 

45- 

46- 

47- 

48- 

49 - _ 

50- 

51- 


00  NOT  READ 

91  1  Don't  know 
0(  )  N/A 
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TELEPHONE  #  (FILLED  IN  BY  INTERVIEWER) 

5*1  COOE  (CTBECn? - 1 - Z - 1 - 4  5*7  (EDITORS  USE  ONLY) 

TItC  STARTED  :  (CIRCLE:  AH  PR  ) 


ENLISTMENT  STUDY  —  VETERANS  SJUffLE  SCREENER 


Hello,  I'ei  from  Associates  for  Research  in  Behavior,  a  research  company  In 

Philadelphia! — nJTHte  to  speak  with  (NAME  ON  CALL  RECORD). 

(  )  Initial  hangup  (END  INTERVIEW  —  COOE  8) 

(  )  Respondent  moved  —  ATTEMPT  TO  GET  NEM  TELEPHONE  NUMBER.  IF  NO  NEW  NUMBER. 

END  INTERVIEW  --  COOE  12.  IF  GET  NEW  NUWER,  WRITE  ON 
CALL  RECORD  IN  ‘OTHER  PHONE*  BOX  AND  DIAL. 

(  )  Respondent  not  at  this  telephone  number  (END  INTERVIEW  —  COOE  13) 

(  )  Person  on  phone  refused  to  get  target  person.  READ: 

Everyone  has  the  right  to  refuse  to  be  in  this  survey,  but  it  is  very 
important  that  the  person  to  be  surveyed  has  the  opportunity  to  refuse  or 
accept  for  himself/herself.  I'd  like  to  speak  to  him/her. 

IF  PERSON  STILL  REFUSED  OR  HANGS  UP.  END  INTERVIEW  —  COOE  S 


IF  TARGET  PERSON  ANSWERED  PHONE,  READ: 

We  are  conducting  a  survey  for  the  Federal  Goverrment  and  would  like  to  include  your 
opinion. 

(  )  RESPONDENT  HANGS  UP  (END  INTERVIEW  —  COOE  8) 

IF  SOMEONE  OTHER  THAN  TARGET  PERSON  ANSWERED,  WHEN  TARGET  PERSON  IS  ON  PHONE  READ: 
Hello,  I ‘m  from  Associates  for  Research  in  Behavior,  a  research  company  in 

Philadelphia!  We  are  conducting  a  survey  fbr  the  Federal  Goverrment  and  would  like  to 
Include  your  opinion. 

(  )  RESPONDENT  HANGS  UP  (END  INTERVIEW  —  COOE  6) 

la.  Have  you  ever  been  in  the  military  service? 

1(  )  Yes  2( 

( 

lb.  IF  YES: 

Are  you  now  on  active  duty? 

1(  )  Yes  (END  INTERVIEW  —  COOE  15) 


lc.  IF  NO: 

Are  you  currently  a  member  of  the  Active  Reserves  in  paid  drill  status;  that  is, 
going  to  night  or  weekend  unit  training  assemblies  and/or  summer  training  camp? 

1(  )  Yes  (END  INTERVIEW  —  COOE  16)  2(  )  No 

(  )  RESPONDENT  HANGS  UP  (END 

INTERVIEW  —  COOE  6) 


)  No  (END  INTERVIEW  —  COOE  14) 
)  RESPONDENT  HANGS  UP  (END 
INTERVIEW  —  CODE  6) 


2(  )  No 

(  )  RESPONDENT  HANGS  UP  (END 

INTERVIEW  —  COOE  6) 


VETS  SCREENER 


Id.  IF  HO  IN  Q.  lc: 

For  how  many  months  and  years  have  you  been  In  the  military  service? 

36-  (  1  Less  than  2  years  (END  INTERVIEW  —  COOE  17)  10#  1- _ _ 


For  how  many  months  and  years  have  you  been  In  t 

36-  (  1  Less  than  2  years  (END  INTERVIEW  —  COOE  17 

2(  )  2  years  —  2  years,  11  months 

3(  )  3  years  —  3  years,  11  months 

4(  )  4  years  —  4  years,  11  months 

S(  )  5  years  —  5  years,  11  months 

(  )  6  years  or  more  (END  INTERVIEW  —  COOE  17) 

IF  RESPONDENT  HANGS  UP,  END  INTERVIEW  —  COOE  6) 


In  what  aionth  and  year  did  you  enter  the  military  service?  CHECK  MONTH  AND  TEAR. 

(  )  Before  October  1976  (END  INTERVIEW  —  CODE  17)  No.  5- 

(  )  June  1980  or  later  (END  INTERVIEW  —  COOE  17)  6-— 

MONTH  YEAR  — 

1(  )  January  7(  )  July  6(  )  76  Blit.  7- 

37-  2(  )  February  8(  )  August  38-  7(  )  77  8-~ 

3(  )  March  9(  )  September  8[  )  78  9- 

4(  )  April  X(  )  October  9(  )  79  ~ 

S(  )  May  T(  )  November  0{  )  80  St.  10-_ 

6(  )  June  0(  j  December  11- _ 

IF  RESPONDENT  HANGS  UP,  END  INTERVIEW  —  COOE  6) 

In  what  month  and  year  were  you  separated  from  active  duty?  CHECK  MONTH  AND  TEAR. 


(  1  Before  November  1978  (END  INTERVIEW  — 

COOE  17) 

Srv. 

12- 

MONTH 

YEAR 

Pers. 

13- 

01(  )  January 

07( 

)  July 

8(  TTB 

No. 

14-' 

39-  02(  )  February 

08  ( 

)  August 

41- 

9  ( 

)  79 

15- 

03 (  )  March 

09  ( 

)  September 

0( 

)  80 

16- 

40-  04(  1  April 

10( 

)  October 

1( 

)  81 

17- 

05(  )  May 

11( 

)  November 

2( 

)  82 

18- 

06(  )  June 

12( 

)  December 

i®-! 

IF  RESPONDENT  HANGS  UP. 

E®  INTERVIEW  —  CODE  6) 

20- 

21- 

In  *#iat  branch  of  the  military 

did  you  serve? 

22-_ 

42-  1<  1  Air  Force 

3(  I  Marines 

23- 

2(  1  Army 

4<  ;  Navy 

24-' 

(  )  Coast  Guard  (END  INTERVIEW  -  COOE  T 
IF  RESPONDENT  HANGS  UP.  END  INTERVIEW  —  COOE  6) 

25- 

CHECK  SO:  26-“ 

43-  1(  )  Male  2{  )  Female  27-_ 

SC  KEENER  COMPLETED  —  FROM  NOW  ON  TERMINATIONS  COOED  AS  INCOMPLETE  INTERVIEWS  28- 


•  • 


•  • 


I 


FILL  IN  AFTER  INTERVIEW  COMPLETED/OR  TERMINATIONS  —  FILL  IN  LOWER  BOX  IWCDIATELT 

RESPONDENT _ PHONE _ 

ADDRESS _ 

CITY  STATE  ZIP  _ 


•  • 


•  • 


INTERVIEWER  ID 
SAMPLE  SEGMENT; 


9  9 


‘ V. .  v.  v* v .v.v 


t  • 


Associates  for  Research  In  Behavior,  Inc.  Septenter,  1982 

3401  Market  Street  Job  #9719 

Philadelphia,  Pennsylvania  19104  C  D  E  F  6  H 


1. 

2a. 


26. 


2c. 


2d. 


2e. 


3a. 

3b. 


4a. 


4b. 


S. 


4a. 


4b. 


ENLISTMENT  STUDY  —  VETERANS  SAW>LE  0M8  #0704-0107 

~  — -  Spires  12/31/83 

44-  ( i) 

How  old  aart  you  on  your  last  birthday? 

45-  - BUTE  IH - 

46- 


Do  you  have  a  high  school  diploma? 

47-  1(  )  Yes  («2c  RETT)  2(  )  No 


Are  you: 

48-  1(  )  Currently  attending  high  school, 

2(  )  Planning  to  attend  high  school  In  the  next  year  or  so,  or 
3(  )  Neither  attending  high  school  nor  planning  to  do  so? 

DO  MOT  READ 
91  T  Don't  know 
0<  )  NA 


(67a  HE  XT) 


IF  YES  1H  92a: 

Is  that: 

49-  It  1  A  regular  diploma,  or  0(  )  NA 

2(  )  A  high  school  equivalency  —  6ED  —  or  a  diploma 
received  while  In  military  service? 


Have  you  completed  any  additional  formal  schooling? 

50-  1(  )  Yes  2(  )  No  (94a  KXT)  0(  )  NA 


IF  YES  IH  92d: 

What  Is  the  last  year  of  school  or  college  you  completed  after  high  school? 

51-  1(  )  Vocational  school/tralnlng  Ot  )  MA 

2(  )  One  year  of  college 

3(  )  Two  years  of  colleqe 
4(  )  Three  years  of  college 
5(  1  Four  years  of  college 
6(  )  Post  graduate  wort 

Are  you  currently  attending  any  typ*  of  school  or  college? 

52-  If  )  Yes  (95  NEXT)  2t  )  No  0C  )  NA 


IF  HO  IN  93a: 

Are  you  planning  to  attend  any  type  of  school  or  college  In  the  next  year  or  so? 
53-  K  1  Yet  (95  KTT)  2(  )  No  (96a  NEXT)  0(  )  NA 


IF  NO  IN  92d: 

Are  you  currently  attending  any  type  of  school  or  college? 

54-  1(  )  Yes  (#5  NEXT)  2(  )  No  0(  )  NA 

IF  NO  IN  94a: 

Are  you  planning  to  attend  any  type  of  school  or  college  In  the  next  year  or  so? 

55-  It  )  Yes  2(  )  Ho  (97a  RETT)  0<  )  NA 

IF  ATTEND  I NG/PLAJM  INC  TO  ATTEIB  SCHOOL: 

What  type  of  school  art  you  attending/planning  to  attend? 

56-  2(  )  Vocational  training  school  after  high  school 
3(  )  Two-year  college 

4{  )  Four-year  college 
5(  )  Graduate  or  professional  school 
9(  j  Don't  know 
0(  )  Not  applicable 

Are  you/wlll  you  be  uslng/dld  you  use  any  kind  of  financial  assistance? 

57-  1(  )  Yes  Vt  )  Don't  know  (#7a  HEXT) 

■>'  )  (#•».  NEXTl  0(  )  NA 

IF  YES  IN  94a: 

Does  any  of  that  financial  assistance  come  to  you  as  a  result  of  your  military 
service? 

58-  It  )  Yes 


ft  )  Don't  know 


VETS 


■2 


t  .  •' 


•  • 


7*.  Are  you  currently  employed? 

59-  1(  )  Yes  (#7c  ICrr) 

7b.  IF  MO  IM  «7a: 

Are  you  looking  for  work? 

60-  1(  I  Tes  ) 

2(  )  No  )  <«°  «HT) 

7c.  IF  YES  IN  #7a: 

Is  that: 

61-  1(  1  Outside  your  home,  or 
2(  )  At  home? 


2{  )  No 


0(  J  NA 


0{  )  HA 


0a.  Do  you  work  for  yourself,  or  are  you  employed  by  someone  else? 

62-  1(  1  Work  for  yourself  (#9a  NEXT)  0(  )  NA 

2(  )  Employed  by  someone  else 

6b.  How  often  do  you  work  on  the  weekend?  Would  you  say  It  Is: 

63-  1(  )  Every  week,  9(  )  Don't  know 


2(  )  Two  or  three  times  a  month, 

3(  )  Once  a  month,  or 
4(  1  Hardly  ever? 

9a.  How  many  hours  a  week  do  you  regularly  work? 
64. 

65-  0(  )  NA 


0!  )  NA 


IF  49  OR  MORE,  Q.  10  NEXT 


•  • 


9b.  IF  48  OR  FEWER  HOURS  IN  #9a: 

Have  you  been  looking  for  a  second  Job  or  another  way  to  Increase  your  Incine? 

66-  1(  I  Yes  0{  )  NA 

2(  )  No 

10.  How  do  things  look  for  the  next  six  months  or  a  year?  Do  you  think  that,  empered  to 
now,  you'll  be: 

67-  1(  )  Much  better  off  In  six  months  or  a  year,  9(  )  Don't  know 

2(  )  Somewhat  better  off, 

3(  1  Somewhat  worse  off,  or 

4(  )  Much  worse  off  In  six  months  or  a  year? 

11.  How  difficult  do  you  think  It  Is  for  someone  In  your  ftrpe  of  work  to  find  a  full-time 
Job  »rfiere  you  live?  Is  It: 

68-  1(  1  Very  difficult,  9(  )  Don't  know 

2(  )  Some*4iat  difficult, 

31  )  Somewhat  easy,  or 
4(  1  Very  easy? 

12.  And  how  difficult  do  you  think  It  Is  for  someone  like  you  to  find  a  part-time  Job 
•Fiere  you  live?  Is  It: 

69-  1(  )  Very  difficult,  9(  )  Don't  know 

2(  )  Somerfiat  difficult, 

3(  )  Somewhat  easy,  or 
4(  )  Very  easy? 


• _ • 


•  • 


*•  .  '  .  •  .  •  L 


V*. 


t  • 


;•  .*■ 


%  * 


vvw; 


VETS 


-3- 


13.  Nom  I'm  going  to  read  you  a  list  of  several  things  which  young  people  your  age  eight 
do  In  the  next  few  years.  For  each  one  !  read,  please  tell  ne  how  likely  It  Is  that 
you  will  be  doing  that.  For  Instance,  how  likely  Is  It  that  you  would  be  (READ 
STATEMENT)?  Mould  you  say  definitely,  probably,  probably  not,  or  definitely  not? 
(REPEAT  FOR  OTHER  ITEMS) 

OK/ 

Probably  Definitely  Mot 


Not 


Not 


a.  Working  In  a 

b.  Working  at  a 

office . 

c.  Working  as  a 


factory, 
desk  In 


a  business 


salesperson . 

FOR  STATEMENTS  d  THROUGH  1,  START  WITH 
STARRED  ITEM  FIRST;  ROTATE  THRU  REMAINDER 


(*)  d. 
(  1  e. 
(  )  f. 
(  )  9* 
(  )  h. 


(  >  1. 


Serving  In  the  Army  National  Guard 
Serving  In  the  Air  National  Guard. 

Serving  In  the  Anny  Reserve . 

Serving  In  the  Air  Force  Reserve.. 
Serving  In  the  Marine  Corps 

Reserve . 

Serving  In  the  Naval  Reserve . 


KtfttER  TC~M~MCK  TB  TIC  TOP  OF  THE  LIST  IF  'THE  TIHSTyATEHEin’  T5  MOT  STARRED 


.!(  ) 

2(  ) 

30 

4(  ) 

9( 

.1(  ) 

2(  ) 

3(  ) 

4(  ) 

9( 

•1(  ) 

2(  ) 

3(  ) 

4(  ) 

9( 

1(  > 

2(  ) 

3(  ) 

4(  ) 

9( 

K  ) 

2(  ) 

3<  ) 

4(  ) 

9( 

K  ) 

21  ) 

3(  ) 

4(  ) 

9( 

K  ) 

2(  ) 

3(  ) 

4<  ) 

9( 

1(  > 

2(  ) 

3(  ) 

4(  ) 

9( 

l(  ) 

21  ) 

31  ) 

4(  ) 

9( 

Sure 

7-70 


)-73 
1  -74 
1-75 
)-76 

)-77 

1*78 


STATEMENT  J  IS  ALWAYS  ASKED  LAST. 
J.  Serving  In  the  Active  Military.. 


K  ) 


2(  ) 


31  ) 


«(  ) 


9(  1-79 
B0-(1) 
1-4-fDUP) 

14.  Now  I'd  like  to  ask  you  In  another  way  about  the  likelihood  of  your  serving  In  the 
Military.  Thinking  of  a  scale  from  0  to  10,  with  *10*  standing  for  the  very  highest 
likelihood  of  serving  and  "O’  standing  for  the  very  lowest  likelihood  of  serving,  how 
likely  Is  It  that  you  will  be  serving  In  the  Military  In  the  next  few  years? 


0(  )  Zero  (Lowest) 
1(  ) 

Z(  ) 

3(  ) 

4(  ) 


5(  ) 

«(  ) 

7(  ) 

8(  ) 

9<  ) 

X(  )  Ten  (Highest) 


-5 


IF  NO  BOXED  ITEM  IN  Q.  13  IS  MARKED,  GO  TO  Q.  lSe. 


ISa.  IF  * DEFINITELY*  OR  "PROBABLY*  IN  ANY  BOXED  ITEM  OF  Q.  13.  ASK: 

You  said  you  are  likely  to  serve  In  the  Military.  I  aw  going  to  read  a  list  of  some 
reasons  people  like  yourself  have  given  for  wanting  to  serve  In  the  military.  For 
each  reason,  please  tell  me  If  It  Is  very  Important,  somewhat  Important,  only 
slightly  Important,  or  not  at  all  Important  for  you  personally. 


The  first  reason  Is  (READ  STARRED  ITEM).  Is  that  very  Important,  somewhat  Important, 
only  slightly  Important,  or  not  at  all  Important  to  you  as  a  reason  for  serving  In 
the  military?  REPEAT  FOR  EACH  ITEM. 


Only 

Not 

Don't 

V^y 

Somewhat 

SI  Ightly 

At  All 

Know  N/A 

( 

)  a.  Doing  something  for  your 

country. . . . . 

1(  ) 

21  ) 

3(  ) 

«(  ) 

9(  ) 

0( 

)  -6 

( 

)  b.  Teaches  you  a  valuable  trade 

or  skill . 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

9(  ) 

0( 

)  -7 

( 

)  c.  Job  security . 

If  ) 

2(  ) 

3(  ) 

4(  ) 

9(  ) 

0( 

)  -8 

( 

)  d.  Good  Income . 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

9(  ) 

0( 

)  -9 

( 

)  e.  Provides  money  for  education. 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

9(  ) 

0( 

MO 

( 

)  f.  An  enjoyable  Jcc . 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

9(  ) 

0( 

)-ll 

( 

)  g.  Trains  you  for  leadership.... 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

9(  ) 

0( 

) -12 

W  h.  Provides  men  and  women  equal 

pay  and  opportunity . 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

9(  ) 

0( 

M3 

( 

)  1.  Allows  you  to  stay  In  the 

area  near  family  and 

friends . . . 

l(  ) 

2(  ) 

3t  ) 

4(  ) 

9(  ) 

0( 

)— 14 

ISb.  Would  you  hope  to  serve  as  an  officer  or  as  an  enlisted  person? 

15-  1(  )  Officer  9(  )  Don't  know  (GO  TO  Q.  16) 

2(  )  Enlisted  person  (GO  TO  Q.  16)  0(  )  NA 

15c.  IF  OFFICER  IN  Q.  ISb: 

Considering  the  educational  and  other  requirements  for  officers,  how  likely  do  you 
think  you  will  be  to  serve  as  an  officer  —  do  you  think  It  Is: 

16-  1(  )  Very  likely.  DC  ROT  REAP 

2(  )  Somewhat  likely,  9(  )  Don’t  know 

3(  )  Only  slightly  likely,  0(  i  NA 

4(  )  Not  at  all  likely? 


Suppose  you  were  not  able  to  serve  as  an  officer, 
serve  In  the  military  then  —  would  you  say: 


How  likely  Is  It  that  you  would 


1(  )  Definitely, 

2(  1  Probably, 

3(  )  Probably  not,  or 
4(  j  Definitely  not? 

GO  TO  Q.  16  «XT. 


00  NOT  READ 

91  1  Don’Tk 
0(  )  HA 


IF  NO  BOXES  ITEMS  IN  Q.  13  CHECKED,  ASK: 

You  said  you  would  be  unlikely  to  serve  In  the  military.  I  am  going  to  read  a  list 
of  some  reasons  people  like  yourself  have  given  for  not  wanting  to  serve  In  the 
military.  For  each  reason,  please  tell  me  If  It  Is  very  Important,  some«e>at 
Important,  only  slightly  Important,  or  not  at  all  Important  for  you  personally. 

The  first  reason  Is  (READ  STARRED  ITEM).  Is  that  very  Important,  somewhat 
Important,  only  slightly  Important,  or  not  at  all  Important  to  you  as  a  reason  for 
not  serving  In  the  military?  REPEAT  FOR  EACH  ITEM. 


Separation  from  friends  and 


Disagree  with  military's 
defense  policies  or 


Expect  to  continue  In  school 


(  )  e.  Military  pay . 

(  )  f.  Disapproval  of  parents.... 
(  )  g.  Lack  of  value  In  military 


fe)  h.  Little  In  common  with  people 


STATEMENT  1  IS  ALWAYS  READ  LAST: 

1.  Current  plans  for  a  civilian 
Job . 


Only 

Not 

Don’t 

Very 

Somewhat 

Slightly 

At  All 

Know 

N/A 

1(  1 

2(  ) 

3(  ) 

4(  ) 

9( 

) 

0(  )-18 

1(  1 

2(  ) 

3(  ) 

4{  ) 

9( 

) 

0(  )-19 

1(  ) 

2(  ) 

31  ) 

4(  ) 

9( 

1 

0(  1-20 

It  ) 

2(  ) 

3(  1 

4(  1 

9( 

) 

0(  1-21 

1(  ) 

2(  ) 

31  ) 

4(  ) 

9( 

) 

0(  >-22 

1(  ) 

2(  ) 

3(  ) 

*(  ) 

9( 

) 

0{  1-23 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

9( 

1 

0(  )-24 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

9( 

1 

0(  )— 25 

AUBjLiSL 

nn: 

iiil 

vr~ 

1<  ) 

2(  ) 

3(  ) 

4(  ) 

9( 

) 

0(  )-26 

• . «. 


•  • 


ASK  EVERYONE: 

Since  you  were  separated  from  active  service,  have  you:  (READ  LIST) 

Attended  an  open  house  for  a  National  Guard/ 

Reserve  unit  In  your  area? . . . M  )  Ves  2(  )  No  -27 

Gone  to  a  recruiting  center  to  talk  about 

Joining  the  National  Guard/Reserves? . 1(  )  Yes  2(  )  No  -28 

Talked  to  or  been  called  by  a  recruiter  fra* 

the  National  Guard/Reserves . 1(  )  Tes  2(  )  No  -29 

I’d  like  to  change  the  topic  now.  I  notice  that  you  were  In  the  (NA)C  SERVICE  FROM 

SCREENER).  Overall,  how  satisfied  were  you  with  the  time  you  spent  in  the  (NAPC 

SERVICE)  --  were  you: 

30-  1(  )  Very  satisfied,  4(  )  Somewhat  dissatisfied,  or 

2(  )  Somewhat  satisfied,  5(  )  Very  dissatisfied  with  the  service? 

3(  )  Neither  satisfied  nor  9(  )  Don't  know 

dissatisfied 


•  • 


’’  .*•  , 
-  •  \V.  W 


%*  V 


•  'W. 
"  '  *  •  "  - 


a"  / 


18a.  Here  you  trained  in  the  skill  you  wonted  when  you  Joined  the  service? 

31-  1(  )  Yes  2f  )  Mo 

18b.  Regardless  of  your  assignment,  do  you  feel  the  wrk  you  did  used  your  skills: 

32-  If  )  All  or  most  of  the  time,  4(  )  Very  little  of  the  time,  or 


)  About  half  the  time, 

)  Only  some  of  the  t1««. 


)  Never? 
j  Don't  know 


18c.  Overall,  how  satisfied  were  you  with  the  skills  you  obtained  In  the  service 
you: 


If  1  Very  satisfied, 

2(  )  Some«4»at  satisfied, 

3(  )  Neither  satisfied  nor 

dissatisfied. 


4(  )  Somewhat  dissatisfied,  or 
S(  )  Very  dissatisfied  with  It? 
9(  )  Don't  know 


How  satisfied  were  you  with  the  pay  grade  or  rank  you  held  when  you  were  separated: 

34-  If  )  Very  satisfied,  4(  1  Some**at  dissatisfied,  or 

2(  )  Somewhat  satisfied,  5(  }  Very  dissatisfied  with  the  pay 

3(  )  Neither  satisfied  nor  grade  you  held? 

dissatisfied,  9(  )  Don't  know 

Think  for  a  moment  about  other  military  personnel  who  had  the  same  total  years  of 
service  that  you  had.  Which  of  the  following  statements  best  describes  when  you 
received  your  last  promotion: 

35-  If  )  Earlier  than  most  people  with  the  same  years  of  service, 

2(  1  At  about  the  same  time  as  most  people  with  the  same  years  of  service,  or 
3(  )  Later  than  most  people  with  the  same  years  of  service? 

DO  NOT  READ 


21a.  Do  you  remember  discussing  the  Guard/Reserve  with  a  career  counselor  before  you  left 
the  service? 

36-  1(  )  Y«  2(  )  No  \ 

9(  )  Not  sure  j  l*22  NEXT) 

21b.  Do  you  feel  the  career  counselors  provided  you  with  the  information  you  need  on  how 
to  Join  the  Guard/Reserve  —  «*ere  to  go,  and  what  to  do? 


If  )  Yes 
2(  )  No 


9(  )  Don't  know 
Of  )  N/A 


21c.  How  encouraging  do  you  feel  the  career  counselors  were  about  getting  you  Into  the 
Guard/Reserve  —  would  you  say  they  were: 


38-  If  )  Very  encouraging, 

2(  )  Some*4iat  encouraging, 

3(  )  Only  slightly  encouraging,  or 
4(  )  Not  at  all  encouraging? 


DO  NOT  READ 

9(  )  Don't  k 
Of  )  N/A 


How  useful  has  your  skill  training  In  the  service  been  since  your  return  to  civilian 
life?  Would  you  say  It  has  been: 


If  )  Very  useful , 

2(  )  Somevdiat  useful, 

3(  )  Only  slightly  useful,  or 
4(  )  Not  at  all  useful? 


9(  )  Don't  know 


Have  you  done  any  of  the  following  things  since  you  left  the  service?  (READ  LIST) 


a.  Gone  back  to  school . ...If 

b.  Gotten  married . If 

C.  Applied  for  a  mortgage . If 

d.  Sought  a  home . If 

e.  Had  a  child . If 

f.  Applied  for  a  loan,  other  than  a  mortgage . If 

g.  Taken  out  a  loan,  other  than  a  home 

mortgage  loan . If 

h.  Gotten  divorced  or  separated . if 


)  No  -40 
)  No  -41 
)  No  -42 
)  No  -43 
)  No  -44 
)  No  -45 

)  No  -46 
)  No  -47 


•  • 


24.  And  how  satisfied  have  you  been  with  your  ability  to  meet  your  financial  needs  since 
you  left  the  service?  Would  you  say  you  are: 

48-  1(  )  Very  satisfied,  4(  )  Somewhat  dissatisfied,  or 

2(  )  Somewhat  satisfied,  5(  )  Very  dissatisfied? 

3(  )  Neither  satisfied  nor  9(  )  Don't  know 

dissatisfied, 

25a.  Do  you  think  that,  considering  your  skills  and  your  Interests,  the  National 
Guard/Reserve  would  offer  you  personally: 

49-  1(  )  A  good  choice  of  jobs  and  training  programs, 

2(  )  Some  choice  of  Jobs  and  training,  or 

3(  )  Little  or  no  choice  of  Jobs  and  training  programs? 

9(  )  Don't  know 

25b.  Currently,  members  of  the  Guard/Reserve  drill  sixteen  hours  during  one  weekend  each 
month.  How  likely  would  you  be  to  enlist  In  the  Guard/Reserve  If  you  could  complete 
the  required  drills  one  evening  each  week.  Instead  of  one  weekend  each  month?  Would 
you: 

50-  1(  }  Definitely  enlist,  4(  )  Definite  not  enlist? 

2(  )  Probably  enlist,  9(  )  Don't  know 

3(  )  Probably  not  enlist,  or 

26.  Oo  you  think  It  would  help  you  In  a  civilian  job  If  you  were  to  be  a  menfcer  of  the 
National  Guard  or  the  Reserves? 


•  • 


51-  1(  )  Yes 


2(  )  No 


9(  )  Don't  know 


IF  RESPONDENT  IS  NOT  EN>LOTED  (Q.  7a,  PAGE  2)  OR  IS  SELF-EMPLOYED  (Q.8a.  PAGE  2). 
SKIP  TO  Q.  28. 

27a.  Are  there  other  persons  employed  In  your  company  who  are  current  members  of  the 
National  Guard  or  Reserves? 


52-  1(  1  Yes 
2(  )  No 


9(  )  Don't  know 
0(  )  NA 


•  • 


27b.  Does  your  company  have  a  specific  policy  about  National  Guard  or  Reserves 
participation? 

53-  1(  )  Yes  9(  )  Don’t  know 

2(  )  No  0(  )  NA 

27c.  With  respect  to  Guard/Reserve  participation,  would  you  say  the  company  Is: 

5A-  11  )  Positive,  9{  )  Don't  know 

2(  )  Neutral,  or  01  )  NA 

31  )  Negative? 

27d.  Have  you  ever  talked  with  any  supervisor  about  company  policy  on  this,  or  has  any 
supervisor  ever  talked  with  you? 

55-  i(  )  Yes  91  )  Don’t  know  (#28  NEXT) 

2(  )  No  (#28  NEXT)  0(  )  NA 


27e.  IF  TES  IN  #27d: 

Would  you  say  your  supervisor  was: 

56-  1(  )  Positive 

2(  )  Neutral ,  or 

3(  )  Negative? 


9(  )  Don’t  know 

0(  I  Not  applicable 


•  • 


(  • 


I  •  • 


“*v\*’*  ■  *  •  •  •/’  ,*  •  *  -  •  .  •*.  •* .  *" .  •’ .  *  -  .  -V  «*. 


How  likely  would  you  be  to  enlist  In  the  Guard/Reserve  If  you  were  to  receive  (KMC 
I  TEH)  —  would  you  definitely  enlist,  probably  enlist,  probably  not  enlist,  or 
definitely  not  enllstT  (READ  LIST) 

ENLIST  NOT  ENLIST  Don’t 

Definitely  Probably  Probatn y  Definitely"  Know 


a.  A  $2,000  bonus  for  Joining . If  ) 

b.  A  $3,003  bonus  for  joining . If  ) 

C.  A  $4,000  bonus  for  joining . If  j 


9(  )  -57 
9(  )  -58 
9(  )  -59 


29.  Now  I'm  going  to  read  you  a  list  of  statements.  As  I  read  each  one,  please  tell  we 
If  you  strongly  agree  with  the  statement,  somewhat  agree,  neither  agree  nor  disagree, 
soaeiNiat  disagree,  or  strongly  disagree  with  the  statement.  (READ  LIST  STARTING  KITH 
STARRED  STATDCKT) 


DISAGREE 


t*)  a.  People  look  up  to  a  person  In  the 
uniform  of  the  National  Guard  or 

Reserves . 

(  )  b.  It's  Important  for  our  country  to 
be  able  to  use  military  force  In 
Its  relations  with  other  countries 
(  )  c.  A  nation  should  always  be  ready  to 
fight . 


(  )  e.  The  National  Guard  and  the  Reserves 
are  highly  respected  In  my  communlt 
f  )  f.  I  would  be  proud  to  be  a  member  of 


:roraly 

somewhat 

Neither 

Somewhat 

Strongly 

If  ) 

2(  ) 

3(  ) 

4{  ) 

5(  )-€0 

.If  ) 

2<  ) 

3(  ) 

41  ) 

5(  )-61 

If  ) 

2(  ) 

3(  ) 

4(  ) 

5(  )-62 

If  ) 

2(  ) 

3(  ) 

4(  ) 

5(  )-63 

If  ) 

2(  ) 

3(  ) 

4(  ) 

5(  )-€4 

If  ) 

2f  ) 

3(  ) 

4(  ) 

5(  )-€5 

If  ) 

2(  ) 

3(  ) 

4(  ) 

5(  )-66 

(  )  g.  It  is  unnecessary  for  us  to  spend 
billions  and  billions  of  dollars 


30.  When  you  have  a  chance  to  do  «*at ever  you  want,  what  sorts  of  activities  do  you  like? 
As  I  read  each  of  these  activities,  tell  me  If  It  Is  something  you  like  very  much, 
something  you  like  a  little  bit.  something  you  don't  particularly  care  about  one  way 
or  the  other,  or  soar  thing  you  dislike  altogether.  (READ  LIST  STARTING  WITH  STARRED 
STATEMENT) 


LIKE 

Don't 

DK/ 

Very 

Particularly 

Never 

Hich 

A  little 

Care  About 

Dislike 

Tried 

(  )  a.  Participating  In  religious 

activities . 

....If  ) 

2(  ) 

3(  ) 

4(  ) 

9(  )-67 

tV)  b.  Going  to  a  novie . 

....If  ) 

2(  ) 

3(  ) 

4(  ) 

9f  )-6B 

(  )  C.  Dining  out . 

....If  ) 

2(  ) 

3(  ) 

4(  1 

9(  )-69 

(  )  d.  Fixing  up  a  car  or  motorcycle... 

....If  ) 

2(  ) 

3!  ) 

4(  ) 

9(  )-7C 

(  )  e.  Working  for  a  community  group... 

....If  ) 

2(  1 

3(  ) 

4!  ) 

9(  )-71 

(  )  f.  Beading  about  foreign  countries. 

....If  ) 

2(  ) 

3(  ) 

4(  ) 

9(  )-72 

(  )  g.  Wort  1  no  for  a  charity  or  a  religious 

organisation . 

...If  ) 

2(  ) 

3(  ) 

4(  ) 

9(  )-73 

(  )  h.  Visiting  friends . 

...If  ) 

2(  ) 

3(  ) 

*(  ) 

9(  )-74 

(  )  1.  Reading  articles  on  science . 

...If  ) 

2(  ) 

3(  ) 

4(  ) 

9(  )-75 

(  )  j.  Fishing . 

...If  ) 

2(  ) 

3f  ) 

4(  ) 

9(  )-76 

(  )  k.  Hunting . 

...If  ) 

2t  ) 

3(  ) 

*(  ) 

9(  >-77 

(  )  1.  Studying  the  stock  market . 

...If  ) 

2(  ) 

3(  ) 

4(  ) 

9(  )-7B 

(  )  ■.  Talking  with  friends . 

...If  ) 

2f  ) 

3(  ) 

4(  ) 

9(  )-79 

i  )  n.  Working  for  a  political  or 

80-12); 

I-4-(DUP) 

social  cause . 

....If  ) 

2(  ) 

3(  ) 

4(  ) 

9(  )  -5 

•  • 


•  • 


•  • 


•  • 


•  • 


•  • 


•  • 


•  • 


•  • 


VETS 
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31.  Mow  1  want  you  to  think  of  the  various  things  you  might  try  or  look  into  duri ng  the 
next  si*  months.  As  I  read  each  of  the  following,  please  tell  me  whether  it  Is 
something  you  feel  you  are  very  likely  to  do  in  the  neat  six  months,  somewhat  likely 
to  do,  might  or  might  mot  do.  are  somewhat  tmlikely  to  do.  or  are  itry  unlikely  do 
do.  (READ  LIST) 


LIKELT  Might  or  UNLIKELY  Don’t 
Very  Somewhat  Might  Mot  Somewhat  Very  Know 


a.  Talk  to  a  recruiter  for  one  of 

the  military  services . 1(  ) 

b.  Look  for  a  job,  or  look  to  change 

jobs . 1(  ) 

c.  Look  for  a  way  to  change  the 

routine  in  your  life . 1(  ) 

d.  Look  for  a  way  to  make  some  extra 

money  in  your  spare  time . 1(  ) 

e.  Train  for  a  new  or  higher  level  job. .  1  (  1 

f.  Talk  to  family  or  friends  about 

Joining  military  service . 1(  1 

g.  Find  out  more  about  bonus  programs  or 

educational  incentives  for  Joining 
the  military . 1(  ) 


2( 

) 

31  ) 

4(  ) 

5{ 

) 

9( 

)  -6 

2( 

1 

3(  ) 

4(  ) 

S( 

) 

9( 

)  -7 

2( 

1 

3(  ) 

4(  ) 

S( 

) 

9( 

)  -8 

2( 

1 

3(  ) 

4(  ) 

$( 

) 

9( 

)  -9 

2( 

) 

31  ) 

4(  1 

5( 

1 

9{ 

)-10 

2( 

1 

3(  1 

4(  ) 

S( 

) 

9( 

1-11 

2( 

1 

3(  1 

4(  1 

S( 

) 

9! 

M2 

32.  Please  tell  me  if  you  would  be  more  likely  to  achieve  your  life  goals  If  you  enlisted 
in  the  National  Guard  or  Reserves  --  or,  by  some  other  part-time  Job  or  activity. 
Would  the  National  Guard  or  Reserves  be: 


13-  1(  )  Much  more  likely  to  enable  you  to  achieve  your  life  goals, 

2(  1  Somewhat  n»re  likely  to  enable  you  to  do  this, 

3(  1  Somewhat  less  likely  to  enable  you  to  do  this,  n 

♦  (  1  Much  less  likely  to  enable  you  to  achieve  your  /oals  .han  some 

other  part-time  Job  or  activity! 

9(  )  Don't  know 


(THERE  ARE  HO  QUESTIONS  #33  OR  #34) 


35.  If  you  were  to  Join  the  National  Guard  or  the  Reserves,  would  the  following  things  be 
likely  or  unlikely  to  occur?  As  I  read  each  statement,  please  tell  me  if  it  would  be 
very  likely  to  exist  or  occur,  somevdtat  likely,  neither  likely  nor  unlikely,  somewhat 
unlikely ,  or  very  unlikely  to  exist  or  occur:  (READ  LIST  STARTING  KITH  STARRED 
STATDCNT) 

LIKELY  UNLIKELY  Don’t 

Very  Somewhat  Neither  Somewhat  Very  Know 


(  1  a.  Getting  a  chance  to  travel . 1( 

(  )  b.  Having  a  chance  to  show  your 

abil  1  ties . 1( 

(  )  c.  Having  military  supervisors  who  would 

hassle  or  harrass  you . 1( 

(  1  d.  Taking  too  much  time  away  from  your 

personal  and  social  activities . 1( 

(  )  e.  Learning  self-discipline . 1( 

(  1  f.  Being  called  to  active  duty  in  case 

of  war . 1( 

(  )  g.  Taking  too  much  time  away  from  your 

family  during  drills . 1( 

(  1  h.  Being  called  to  active  duty  in  case 

of  civil  disturbances  or  riots . 1( 

(  )  1.  Losing  a  chance  for  educational 

progress . 1( 

(  1  J.  Being  in  combat  during  a  disturbance 

or  a  war . 1( 

t*l  k.  Losing  a  chance  to  progress  toward  a 

solid  job  and  Job  security . 1( 


1 

21  ) 

3(  ) 

4(  ) 

5( 

1 

9( 

1-14 

! 

2(  ) 

3(  1 

4(  ) 

5( 

) 

9( 

1-15 

) 

2!  ) 

3(  ) 

*(  ) 

5( 

1 

9( 

1-16 

1 

2f  1 

3(  ) 

*(  ) 

5( 

1 

9( 

1-17 

1 

2(  1 

3(  1 

4(  ) 

5( 

) 

9( 

1-18 

1 

2(  1 

3(  ) 

4(  ) 

5( 

) 

9( 

1-19 

1 

2!  1 

3(  ) 

4(  ) 

5( 

1 

9( 

1-20 

1 

2(  ) 

3(  ) 

4(  ) 

5( 

) 

91 

1-21 

1 

2(  1 

3(  1 

*(  1 

5( 

1 

9( 

1-22 

) 

2(  ) 

3!  ) 

4(  1 

5( 

) 

9( 

1-23 

1 

2!  1 

3(  1 

4(  1 

5( 

) 

9( 

1-24 

VETS 
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36.  Now  I’m  going  to  read  you  one  last  list  of  statements.  As  I  read  each  one,  please 
tell  me  If  you  strongly  agree  with  the  statement,  somewhat  agree,  neither  agree  nor 
disagree,  someirfiat  disagree,  or  strongly  disagree  with  the  statement.  (READ  LIST 
STARTING  WITH  STARRED  STATEJCNT) 


AGREE 


DISAGREE 


Don’ t 


Strongly  Neither  5on>ewh3< 

t  Stro'noTy  Know 

fc*-) 

a.  The  Active  Forces  have  good, 

up-to-date  equipment . . 

.11  ) 

2(  ) 

3(  ) 

4(  ) 

S(  ) 

9( 

) -25 

(  ) 

b.  The  Guard/Reserves  are  well- 

.  V  V  ' 

trained . . 

,1!  ) 

2(  ) 

3(  ) 

♦  (  ) 

5(  ) 

9( 

) -26 

• 

• 

(  ) 

C.  I  like  to  become  Involved  In 

projects  In  my  community . 

.1  (  ) 

2<  ) 

3!  ) 

4(  ) 

5(  ) 

9( 

)  -27 

(  ) 

d.  I  like  to  belong  to  organizations 

or  groups  wrfn'ch  help  me  find 
more  Interesting  things  to  do 
than  being  on  my  own . . 

.It  ) 

2(  ) 

3(  ) 

4(  ) 

5(  ) 

9( 

) -28 

(  ) 

e.  The  Active  Forces  are  well- 

trained . 

.If  ) 

2(  ) 

3(  ! 

4(  ) 

5  (  ) 

9( 

)  -29 

• 

• 

(  ) 

f.  The  Reserves  are  needed  to  serve 

In  combat  roles  during  a 

mil  i  tary  conflict . 

.1(  ) 

2(  ) 

3(  ) 

4(  ) 

5(  ) 

9{ 

) -30 

(  ) 

g.  There  are  too  many  choices  a 
young  person  has  to  make  In 
today's  world . 

1(  ) 

2(  ) 

3(  ) 

4(  ) 

5(  ) 

9( 

)-31 

(  ) 

h.  The  Guard/Reserves  have  good. 

uo-to-date  equipment . 

,1(  ) 

2!  ) 

3(  ) 

4(  ) 

5(  ) 

9( 

)  -3  2 

• 

• 

(  ) 

1.  In  my  spare  time  I  prefer  dpi  ng 

things  with  qthers  rather  than 
being  by  mvsel f  . 

,1(  ) 

2(  ) 

3(  ) 

4(  ) 

5(  ) 

9( 

1-33 

37.  Mow  likely  would  you  be  to  enlist  In  the  GuardiRese-ve  If  you  were  to  receive  (NAIC 
ITEM)  --  would  you  definitely  enlist,  probably  enlist,  probably  not  enlist,  or 
definitely  not  enlist?  (REPEAT  FOR  OTHER  ITEMS) 


ENLIST 

NOT  ENLIST 

Don’t 

Definitely  P- 

robaMy 

Protapiy  Definitely 

Know 

a.  Tuition  assistance 

of 

11,000 

per  year,  for  up 

to 

4  years..,. 

. 1( 

) 

2(  ) 

3(  )  4(  ) 

9(  1-34 

b.  Tuition  assistance 

of 

11.500 

per  year,  for  up 

to 

4  years. . . 

. 1( 

) 

2(  ) 

3(  )  4(  ) 

9(  )-35 

c.  Tuition  assistance 

of 

12,000 

per  year,  for  up 

to 

4  years... 

. 1( 

) 

2(  ) 

3(  )  4(  ) 

9(  1-36 

38.  And  now  a  few  questions  to  be  sure  we're  talking  to  people  from  various  different 
groups.  Are  you: 

37-  1(  )  Married.  3(  )  Widowed,  divorced,  or  (#40  NEXT) 

2(  )  Single,  (#40  NEXT)  4(  )  Separated1  (#41  NEX1) 

39.  IF  MARRIED  IN  #38: 

Is  your  spouse  working? 

38-  1(  )  Yes  (#41  NEXT)  2(  )  No  (#41  NEXT)  0(  )  NA 

40.  IF  SINGLE,  WIDOWED,  OR  DIVORCED  IN  #38: 

Are  you  planning  to  get  married  In  the  next  12  months? 


39- 

1( 

) 

Yes 

9( 

!  Don't  know 

2( 

) 

NO 

0( 

)  HA 

Do  you 

Own 

your  own  home? 

40- 

1( 

) 

Yes 

2( 

)  No 

3! 

)  Parents  own  home 

•  • 


VETS 


-10- 


42a.  Old  you  live  with  your  father,  stepfather  or  Bale  guardian  during  most  of  your  first 
fourteen  years  of  life?  ~ 

41-  1(  )  V«s  2(  )  No  } 

8(  )  Refused  I  (#R3a  NEXT) 

42b.  IF  TtS  IN  #42a: 

What  was  the  last  grade  of  school  or  college  your  father,  stepfather  or  male 
guardian  completed? 

42-  1(  )  less  than  high  school  graduate  0(  )  HR 

2(  )  High  school  graduate 

3(  1  Vocational /training  school  after  high  school  (PROBE) 

4(  )  Some  college 

5(  )  College  graduate  or  more 

9(  )  Don't  know 

43a.  Did  you  live  with  your  mother,  stepmother  or  female  guardian  during  most  of  your 
first  fourteen  years? 


43-  1(  I  res 


2(  )  No  > 
8(  )  Refused  j 


(#44  NEXT) 


IF  YES  IN  #43a: 

What  was  the  last  grade  of  school  or  college  your  mother,  stepmother  or  female 
guardian  completed? 

44-  X  )  Less  than  high  school  graduate  0{  )  HA 

2(  1  High  school  graduate 

31  )  Vocational /training  school  after  high  school  (PROBE) 

4(  )  Some  college 

5(  )  College  graduate  or  more 

9(  1  Don't  know 

Hot  Including  yourself,  how  many  dependents  do  you  have? 

45-  1(  )  None  (#46  NEXT)  4(  )  Three 

2(  )  One  5(  j  Four 

3(  )  Two  6(  )  Five  or  more 

IF  ANT  IN  #44: 

Do  you  have  any  children  below  the  age  of  six? 

46-  1(  )  Yes  2(  )  No 


During  your  high  school  years,  would  you  say  you  *«re  an: 

47-  1(  )  A  student,  4(  )  D  student,  or 

2(  )  B  student,  5(  )  F  student? 

3(  )  C  student,  8(  )  Refused 

9(  )  Don’t  know 


47.  How  many  brothers  and  sisters  do  you  have? 

48-  1(  )  One 

2(  1  Two 

3(  )  Three 

4(  )  Four 


5{  )  Five 

6(  )  Six  or  more 

0(  )  Hone 


I'd  like  you  to  think  of  your  two  best  male  friends  and  your  two  best  female 
friends.  (PAUSE)  Have  any  of  them  Joined  the  military  or  talked  recently  About 
going  Into  the  Active  Military  or  the  National  Guard  or  Reserves? 

49-  X  )  Yes  2(  )  No 


VETS 
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Now  I'd  like  you  to  think  about  what  people  who  are  closest  to  you  might  think  If 
you  were  to  join  the  National  Guard  or  the  Reserves.  Some  people  think  about  their 
father,  their  mother,  sisters  or  brothers,  a  husband  or  wife,  best  friends,  or  about 
employers  or  coworkers.  Mhen  you  think  about  those  «dio  matter  most  to  you,  do  you 
think  most  would  he  eery  pleased,  somewhat  pleased,  neither  pleased  nor  displeased, 
somewhat  displease.,  or  very  displeased  If  you  were  to  enlist  In  the  National  Guard 
or  the  Reserves? 


1(  )  Very  pleased, 

2(  )  Somewhat  pleased, 

3(  )  Neither  pleased  nor  displeased, 
4(  )  Somewhat  displeased,  or 
5(  )  Very  displeased? 


PC  NOT  READ 
si  i  Don’t  know 


•  .  • 


I'd  also  like  to  ask  specifically  about  the  reactions  of  your  spouse,  flance(e),  or 
o  steady  friend.  Do  you  think  that.  If  you  were  to  enlist  In  the  National  Guard  or 
the  Reserves,  he/she  would  be: 


1(  )  Very  pleased, 

2(  )  Somewhat  pleased, 

31  )  Neither  pleased  nor  displeased, 
4(  )  Somewhat  displeased,  or 
S{  )  Very  displeased? 


DO  NOT  READ 
S(  )  Don't  know 


SI.  Rnd  how  about  your  own  reaction  If  he/she  were  to  enlist  In  the  Guard/Reserves? 
Would  you  be: 

52-  1(  )  Very  pleased,  DO  NOT  NERD 

2(  )  Somewhat  pleased,  91  I  Don't  know 

3(  )  Neither  pleased  nor  displeased, 

4(  )  Somewhat  displeased,  or 
5(  )  Very  displeased? 

52a.  Nave  you  tried  to  find  out  If  there  Is  a  Guard/Reserve  unit  close  enough  to  you  to 
join? 

53-  1(  )  Yes  2(  )  No  (*53a  Bl) 

52b.  IF  TES  IN  #52a: 

Is  there  one  close  enough  for  you  to  Join? 

54.  1(  )  Ves  2(  J  No  (#53a  NEXT) 

0(  )  NA 

52e.  IF  TES  IN  #S2b: 

Does  It  have  an  opening  for  someone  with  your  skills  or  training? 

55-  X(  )  Ves  91  )  Don't  know 

2(  )  No  0(  )  Not  applicable 


•  • 


53a.  Do  you  have  a  remaining  military  obligation? 
58-  1(  )  Yes 

53b.  IF  TES  IN  #53e: 

How  much  longer  does  your  obligation  continue? 
57- 


2(  )  No  1 

9(  )  Don't  know  I 


(#S4a  NEXT) 


•  • 


0(  )  NA 


•  .  ,  .  ,  t. 


«*• 


•  V*  w* 


•  • 


V  .'•'.••'.V  • 


.  "  -  '  .  '  •'.***. 
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.•  V  V  ‘a*  V  V 


VETS 


-12- 


9  • 


S4a.  EVERYONE: 

If  you  were  to  join  a  National  Guard/Reserve  unit.  Mould  you  be  allowed  to  transfer 
to  another  wit,  or  to  go  ‘Inactive,*  If  you  moved  to  another  geographic  area? 

SS-  1(  )  Yes  2f  )  No  9(  )  Don't  know 


•  • 


54b.  If  It  Mere  possible  to  transfer  or  to  go  Inactive  If  you  moved  to  another  geographic 
area,  mould  that  Increase  your  Interest  In  Joining  the  National  Guard/Reserve: 

59-  If  )  Very  much,  *f  )  Not  at  all? 

2(  )  Somewhat,  9(  )  Don't  know 

3(  )  Only  slightly,  or 


55.  If  you  were  to  join  the  Guard/Reserve,  would  your  years  of  Guard/Reserve  service 
count  toward  retirement  benefits  together  with  your  years  In  the  active  forces? 

60-  1(  )  Yes  9(  )  Don’t  know 

2(  )  No 

56.  Can  you  decide  to  Join  the  Guard/Reserve  for  one  year  at  a  time? 

61-  1(  )  Yes  9(  )  Don't  know 

2(  1  No 

57.  1  would  like  to  ask  you  a  few  questions  about  the  Individual  Ready  Reserve,  the  IRR. 
People  who  are  In  the  IRR  have  had  military  training.  They  do  not  have  to  drill  or 
serve  actively,  unless  there  Is  a  national  emergency  during  the  time  that  they  are 
Ready  Reservists.  You  yourself  are  now  In  the  Ready  Reserve. 

When  you  enlisted  In  the  military  you  agreed  to  an  overall  six  year  service  conmit- 
ment.  During  the  six  years,  any  time  which  you  do  not  serve  In  either  the  Active 
Military  or  In  a  National  Guard  or  Selected  Reserve  unit,  you  serve  In  the  IRR. 

How  likely  would  you  be  to  sign  up  for  an  additional  three  years  In  the  IRR,  If  you 
were  to  receive  (READ  ITEM)?  Mould  you  say  definitely,  probably,  probably  not,  or 
definitely  not?  (REPEAT  FOR  OTHER  ITEMS) 

Probably  Definitely  Don't 


Definitely 

Probably 

Not 

Not 

Know 

a.  A  $900  bonus?  . . 

b.  An  opportunity  to  participate  In 

...  1( 

) 

2(  ) 

3(  ) 

4{  ) 

9(  )-62 

a  low  cost  group  life  Insurance 
program?  . 

...  1( 

) 

2(  ) 

3(  ) 

4(  ) 

9{  )-63 

An  opportunity  to  participate  In 
refresher  training  —  that  Is,  two 
weeks  annually  —  with  full  pay  and 
allowances,  and  a  monetary  bonus  of 
$900  for  three  years  service? . 


3(  )  4(  )  9(  )— 64 


58a.  How  would  you  feel  If  the  current  six  year  military  service  commitment  were  extended 
to  a  eight  year  commitment  In  which  the  two  additional  years  of  service  would  be 
service  In  the  IRR?  Would  you  be: 


65-  1(  )  Strongly  In  favor, 

2(  )  Somevrfiat  In  favor, 

3(  )  Neither  In  favor  nor  opposed, 


4(  )  Somewhat  opposed,  or 
5(  )  Strongly  opposed? 

9(  )  Don't  know 


58b.  How  likely  would  you  be  to  reenlist  In  the  Active  Military  or  to  serve  In  a  selected 
Guard/Reserve  unit  If  you  also  were  required  to  serve  two  additional  years  In  the 
Individual  Ready  Reserve?  Would  you: 

66-  1(  )  Definitely  enlist,  9!  )  Don't  know 

2t  )  Probably  enlist, 

3(  )  Probably  not  enlist,  or 
4(  )  Definitely  not  enlist? 


9  ..  3. 


*  .  ■  . •  .  ■ 


9  .  9 
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59.  Just  to  be  sure  we  are  representing  all  groups  In  this  survey,  please  tell  me  whether 
you  would  describe  yourself  as: 

57-  1(  )  Hispanic,  (  >  Other _ 

l(  )  American  Indian  or  Alaskan  Native,  KTO 

3(  )  Black,  not  of  Hispanic  origin,  8(  )  Refused 

4(  )  Aslan  or  Pacific  Islander,  or 

S(  )  White,  not  of  Hispanic  origin? 

60.  How  much  do  you  expect  to  earn  next  year,  or  how  much  would  you  expect  to  earn  next 
year  If  you  were  employed?  Would  you  s<y  you  would  earn: 

68-  1(  )  Under  J7.000,  DO  HOT  REAP 

2{  )  17,000  to  Just  under  J10.000,  9(  J  Don't  know 

3i  )  $10,000  to  Just  under  $15,000,  0{  )  Refused 

4(  )  $15,000  to  Just  under  $20,000, 

5(  )  $20,000  to  Just  under  $25,000, 

6(  )  $25,000  to  Just  under  $35,000, 

7(  )  $35,000  to  Just  under  $50,000,  or 
8i  )  $50,000  or  more? 

61.  Finally,  what  about  re-entering  the  active  forces  —  how  likely  would  you  be  to 
re-enlist  In  the  active  forces  If  you  were  to  receive  (KMC  ITEM)  for  four  years  — 
would  you  definitely  re-enlist,  probably  re-enlist,  probably  not  re-enllst,  or 
definitely  not  re-enllst?  (READ  LIST) 


Definitely 

Probably 

Probably 

Definitely 

Don't 

Enlist 

Enlist 

Not  Enlist 

Not  Enlist 

Know 

a.  A  $1,000  bonus 

for 

re-enlisting  . 

....  1(  ) 

2(  ) 

3(  ) 

4(  ) 

9(  )-€9 

b.  A  $3,000  bonus 

for 

re-enll  sting  , 

....  1<  ) 

2(  1 

3(  ) 

4(  ) 

9(  )-70 

c.  A  $5,000  bonus 

for 

re-enll sting  . 

....  1<  ) 

2(  ) 

3(  ) 

4(  ) 

9(  )— 71 

T1IC  ENDED:  :  (CIRCLE  AM  PH  )  -  72-73 


RESPONDENT _ PHONE _ 

ADDRESS _ 

CITT _ STATE _ ZIP _ 

74- 75- 

INTERVIEWER: _ (# _ l  DATE _ 

SAMPLE  segicnt  _ 

76-  _  AREA 

77-  _  CODE 

78-  _  I 

79- IBLAWO 

80-  (3) 


l-4-(DUP) 


Disposition  toward: 
The  military 


Religious  and  community 
activities 


Hunting  and  fishing 


Reading 


Social  activities  with 
friends 


Responses  to: 

-  A  nation  should  always  be  ready  to  fight. 

-  It  is  important  for  our  country  to  be  able  to  use 

force  in  its  relations  with  other  countries. 

-  It  is  unnecessary  for  us  to  spend  billions  and 

billions  of  dollars  each  year  for  military  prepara¬ 
tions. 

-  Our  country  is  too  mil i taristic . 

Degree  to  which  one  enjoys: 

-  Participating  in  religious  activities. 

-  Working  for  a  charity  or  religious  group. 

-  Working  for  a  community  group. 

Degree  to  which  one  enjoys: 

-  Hunting. 

-  Fishing. 

Degree  to  which  one  enjoys: 

-  Reading  about  foreign  countries. 

-  Reading  articles  on  science. 

-  Studying  the  stock  market. 

-  Working  for  a  political  or  social  cause. 

Degree  to  which  one  enjoys: 

-  Dining  out. 

-  Going  to  a  movie 

-  Talking  with  friends 

-  Visiting  friends 


•  • 


•  • 


•  • 


•  t 
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SUMMARY  DESCRIPTION  OF  SCALE 


VARIABLES  USED  TO  CONSTRUCT  THE  SCALE 


Social  activities  with 
groups 


Changing  some  aspect  of 
one' s  job 


Actively  seeking  information 
about  t ne  military 


Perceptions  of: 

Being  called  into  a  conflict 
in  the  Guard/Reserve 


Dositive  attributes  of  the 
Guard/Reserve 


Respect  and  pride  of  Guard/ 
Reserve  members 


Agreement  with: 

-  I  like  to  belong  to  organizations  or  groups  which 

help  me  find  more  interesting  things  to  do  than 
being  on  my  own. 

-  In  my  spare  time,  I  prefer  doing  things  with  others 

rather  than  being  by  myself. 

-  I  like  to  become  involved  in  projects  in  my 

communi  ty . 

Likelihood  that  one  will: 

-  Look  for  a  job  or  look  to  change  jobs. 

-  Look  for  a  way  to  change  the  routine  in  your  life. 

-  Look  for  a  way  to  make  some  extra  money  in  your  spare 

time. 

-  Train  for  a  new  or  higher  level  job. 

Likelihood  that  one  will: 

-  Send  for  literature  about  the  military  forces. 

-  Talk  to  a  recruiter  for  one  of  the  military  services. 

-  Take  a  physical  or  written  test  for  military  service. 

-  Talk  to  family  or  friends  about  joining  military 

service. 

-  Find  our  more  about  bonus  programs  or  educational 

incentives  for  joining  the  military. 

If  one  joined  the  Guard/Reserve  perceived  likelihood  of 

-  Being  called  to  active  duty  in  case  of  war. 

-  Being  in  combat  during  a  disturbance  or  a  war. 

-  Being  called  to  active  duty  in  case  of  civil 

disturbances  or  riots. 

If  one  joined  the  Guard/Reserve  perceived  likelihood  of 

-  Getting  a  chance  to  travel . 

-  Getting  a  chance  to  show  your  abilities. 

-  Learning  self-discipline. 

Agreement  with: 

-  People  look  up  to  a  person  in  the  uniform  of  the 

National  Guard  or  Reserves 

-  The  National  Guard  and  the  Reserves  are  highly 

respected  in  my  community. 

-  I  would  be  proud  to  be  a  member  of  the  National 

Guard  or  Reserves. 


SUMMARY  DESCRIPTION  OF  SCALE 


Negative  attributes  of  the 
Guard/Reserve 


How  well  equipped  and 
trained  the  military  is 


Responsibil  i  ties/obligations 


VARIABLES  USED  TO  CONSTRUCT  THE  SCALE 


If  one  joined  the  Guard/Reserve  perceived  likelihood  of: 

-  Having  military  supervisors  who  would  hassle  or 

harass  you. 

-  Taking  too  much  time  away  from  your  personal  and 

social  activities. 

-  Taking  too  much  time  away  from  your  family  during 

drills. 

-  Losing  a  chance  for  educational  progress. 

-  Losing  a  chance  to  progress  toward  a  solid  job  and 

job  security. 

Agreement  with: 

-  The  Active  Forces  have  good,  up-to-date  equipment. 

-  The  Guard/Reserve  have  good,  up-to-date  equipment. 

-  The  Active  Forces  are  well-trained. 

-  The  Guard/Reserve  are  wel  1 -trained. 

Variables  included: 

-  Home  ownership. 

-  Marital  status. 

-  Number  of  children. 

-  Having  or  not  having  children  under  six  years  old. 

-  Employment  status. 

-  Employment  status  of  spouse. 

-  Hours  worked,  i.e. ,  not  at  all,  part-time,  full-time, 

or  considerable  overtime. 


•  • 


•  • 
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